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THE RELATTONSHIP BETWEEN STRUCTURED JOB ANALYSIS

INFORMATTON, INTERESTS, AND J0OB SATISFACTTON!

Rebert . Pritchard and Lawrence H. Peters

Purdue Unlversity

Interest in workers' attitudes, as expressed in job satisfaction research,
is a relatively recent development in psychology. Early work in this area can
be traced back to two classic publications of the 1930's -~ the Hawthorne studies
(Roethlisberger and Dickson, 1939) and the Hoppock Monograph on job satisfaction
(Hoppock, 1935). However, despite its relative recencv into the literature, it
has proven to be a toplc of considerable research interest. For instance, Locke
(1969) has estimated that over 3,000 studies have been published on this toplc.
An cstimate today would surely increase this figure s:igaiffcantly.

Historically, the human relations movement provided the initial stlmulant
for the study of job attitudes and their relations to worker behavior. As such,
job sa;isfaction became an independent variable of early research because of its
presumed relationship to job performance. The extent to which this assumption
dominated the literature is exemplified by the study of the relationship between
job satisfaction and worker performance in order to demonstrate that the assumed

positive relationship did, in fact, exist.

1. This research was supported entirely by Office of Naval Research contract
N00OO14-67-A-0026~0018 to Robert D. Pritchard. We would particularly like to
thank Dr. Marshall J. Farr and Dr. Joseph Young for thelr help.

We would also like to thank Dr. Ernest J. McCormick for his help in the
original planning and logistics; as well as Alma F., Harris, Clarence W. Von

Bergen, Jr., and Lloyd D. Marquardt who aided in the data collection.




However, several comprehesive reviews latur appeared which have challenged
this aseumption (e.g., Brayfield and Crecckett, 1955; and Vroom, 1964). To briefly
summarize these reviews, the evidence seems to indicate a small, positive re-
lationghip between job satisfaction and performance. This relationship does not
appear to be at all as simple as the proponents of the human relations
movement  had speculated. More recently, the status of job satisfaction has
changed In that while mogt earller research deait with job satisfaction as an |
Independent varlable, there 1s a body of more current research which deals with
job satisfaction as a dependent variable. Specifically, thoerizing has been
presented which explores the nature and determinants of job satisfaction. It is
this bodv of theory to which we now turn.

1. One approach conceptualizes job satisfaction in terms of a comparison
between environmental returns and an individual's basic needs, desires, and
wants. This approach hypothesizes that an individual is satisfied when he
receives that which he wants most. Likewise, the more he wants something, the
more dlissatisfied he 1s when he does not receive it. |

This represents what has been called a subtractive model (Vroom, 1964),
and has been formalized In the work of Locke (1969), Katzell (1964), Morse (1953),
and Porter (1961). 1In essence, these approaches hypothesize that job satisfaction
results when the work environment provides for the fulfillment of employees'
needs. A well-known example of this approach is seen in the early research of
Porter (1961). Porter measured the need fulfillment of employees in terms of
thelir perception of the degree to which their jobs satisfied basic psychological
needs. |

2. A different approach to job satisfactiop which has had great impact -
on job satisfaction research is the Cornell model (Smith, Kendall, and Hulin,
1969). Job satisfaction is simply defined as the feelings a worker has about

G‘" job.’ There are different feelings corresponding to differential
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aupects ol the Job.  In particular, the Cornell model specifles five important
aspects -~ the nature of the work ltself, the pay, the opportuniticy for
promoticn, the supervislon, and the attn*?utes of co-workers on the job. Smith
et al.(1969), state "Job satisfactions are ...a function of Ehe percelved
characteristics of the job In relation to an iudividual's frame of reference.
Alternatives avallable in glven situat%ons, expectations, and experience play
important roles in ppoviding the relevant frame of reference." (' p. 12).

Therefore, a particular job aspect (for example, supervision) can be a

satisfier, dissatisfier, or irrelevaﬁt, depending on conditions in comparable

f .

jobs, conditions of other people of the same qualifications, and past experilence
of the individual; as well as on numerous situational variables of the present

joh. Thus, job satisfaction 1s not an absolute phenomenon, but it is relative

tu the alternatives avallable to the individual tFournet, Distefano, and
Pryer, 1460),

The scale developed by the Cornéll group tc measure job satisfaction is
calied the Job Deseriptive ludex (JDL) . The development of this scale provides

an vxample of the concern for reliability'and construct validity which has been
Lacking in some éarlicr job satisfaction instruments.

3. The work of l'orter and Lawlcr (1967) represents a third approach tc
satiasfaction, 1In theif'view, satisfaction is a function of the rewards a
person receives on the job.  In general, the greater the rewards, the greater
the satisfaction., They are quick to point cut, however, that severald}actors

mediate the rewards—satisfaction relationship. In a recent expansion of the

mtheury, Lawler (1971) considers pay satisfaction as a function of the dis-

crepancy between perceived amount of pay that should be received, and perceived
amount of pay actually received. Both of these two determinants are seen as

influ.nced by a host of other factors.
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One major point that Porter and Lawler (1967) make is the clear
distinction between intrinsic and extrinsic rewards. They argue that extrinsic
rewards are not often tied to performance, while intrinsic rewards may be more
closely tled to performance.

4. lLgulty theory (Adams, 1965) provides yet another theory of job sat-
lsfactlon. Thls approach argues that a person compares the ratio of his own
outputs over inputs to the ratlo of some comparison object. If the two ratios
are equal, satisfaction results. If they are not equal, dissatisfaction
results (Pritchard, 1969).

5. A final theoretical position which advocates the mutual interaction
between the individuél and his work environment is given by Lofﬁuist and
Dawis (1969). The basic principle of this theory is that of work adjustment.
The theory states that each individual will seek to achieve and maintain
"eorregpondence' with liis environment. Correspondence can be described as
the individual's fulfilling the requlrements of the work environment, and
the work eavironment fulfilling the requirements of the individual. This.
mutual fulfillment has been termed '"reciprocity" by Bennis (1966) and '"the
psychological contract'" by Schein (1970). 1In short, correspondence is
inferred when the individual is both satisfactory and is satisfied.

Thus, this theory of work adjustment makes po satisfaction a central
concept. To Lofquist and Dawis, a significant aspect of an individual is
his work personality, and the majnr coﬁponenttof his.work’persoﬁality is
his vocational needs. Vocational needs are basic preferences for respond-

{ng in cergain stimulus conditiqns in the work environment which have been
experienced by the individual to be reinforcing.

Further, the model states that the prediction of work adjustment also

requires Information about the work environment. According to this theory,




the work environment must be desribed {n work-personallity terms; that {s,
in terms of reinforcer systems. If the individuals were described 1in terms of
vocatlonal needs, and if the work environment were desribed in terms of
relnforcer systems, then it {s possible to measure the degree of correspondence
hetwecn any individual and any work environment. The more correspondent the
job's relnforcer system is to the individual's vocational needs, the more he
fs said to be job satisfied. This again implies a subtractive model of job
satlgfaction. Appropriate questionnaires have been developed to measure
vocational needs, reinforcer systems, and job satisfaction.

Ccmmon to all these approaches to job éatisfgction 1s the notion of rewards.
All the models seem to postulate tha. the major determinant of satisfaction
is the rewards a person recelves on the job. Clearly, other factors are
said to be involved such as importance of needs, expected rewards, perceived
equitable rewards, the situation of a comparison object etec. However, the
clearest thread 1s the actual rewards a person receives from the job.

IT we take the polnt of view that job satisfaction arises first and
foremost from the rewards a person receives from the job, the next step is
to conglder the rewards themselves. A major distinction in rewards has been
made for some time between extrinsic and intrinsic rewards (e.g., Portér and
Lawler, 1967). This distinction seems to be an important one since the locus
of these two types of rewards is different. Specifically, as we are con-
sidering them here, extrinsic rewards refer to rewards which are controlled
and awarded by the organization. They ipclude such things as pay, promotions,
formal recegnition, security, etc. In contrast, intrinsic rewards are given
to the person by himself. They arise from his own interaction with the job
and include such things as feelings of accomplishment, feelings of doing an

important job, and the person's contrcl over his own activities.

Lot
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Clven that we can meanlngfully diutingulsh between Intrinsle and extringle
rewirds, 1t seems loglceal that one could conslder both intrinslc and extrinsic
satlsfactlon. Intrinsic satisfactlion being determined by intrinsic rewards,
extrinsic satisfaction by extrinsic rewards. It is an empirical question how
intrinsic and extrinsic satisfaction might combine to produce total satisfaction;
the relative independence of the two types of satigfaction; or whether the two
types of satisfaction might be differentially related to su¢h behavior as
turnover and absenteeism.

However, one point is very clear. Intrinsic satisfaction has received
very little attention in the literature. On the one hand, this is surprising
since it Is latuatively appealing to hypothesize that the satisfaction from
the a:tual work i1tself might have a powerful influence on behavior. On the
other hénd, it is not so surprising since it is so difficult to clearly
conceptualize and measure intrinsic satisfaction.

In order to get a handle on this issue we must return to the question
of rewards. Clearly, rewards can be considered stimuli from the job situation.
With this in mind, one could conceptualize job satisfaction as being ultimately
determined from this large collection of job stimuli. Carrying this a step
further, Intrinsic rewards, and thus intrinsic satisfaction must be influenced
by the job itself - the actual tasks employed in the context of the oxganization.
In contrast, extrinsic :ewards and thus extrinsic satisfaction must be influenced
by those stimuli not associated with the work task itself; that is, the stimuli
that the worker perceives from the organization itself in the form of personnel
policies, his supervisor, etc. The major point here is that intrinsic satis-
faction could be conceptualized as arising first and foremost from the actual
job duties the person engages in, thle extriansic satisfaction arises first and
foremost from the interactions of the worker with the orgahization outside his

actual job duties.
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With thdn snndynds 1y mimd, the Tlest purpose of the predent resenrvell Iy
Lo explore Lthe relat Lonahlp between actunl Job dutlew and aatinfaction. More
speci Uleally, Lo explore the differential relatlonship between job duties and
1) extrinsic satisfaction, and 2) intrinsic satisfaction. 1t js predicted that
{ntrinsic gatisfaction will be more related to job duties than will extrinsic
satlsfaction.

A second purpose of the present research is to vxplore some of the factors
medlating the relatlionghip betweeﬁ Job stimuli and satisfaction. Most of the
theories of job satisfactlion discusscd above postulate medlating factors such
as needs, comparison objects, perceived level of cquitable rewards. Another
strony possibllity as a medlator is suggested by the work adjustment notlon
of work personality and relnforcer systems (Lofquist a.  Dawls, 1969).

We would suggest that if job duties influence satisfaction, especially
intrinsic satisfaction, this relationship should be mediated by the individual's
interest in performing these job duties. More pecifically, if a person's
interests match his job duties, satisfaction .uould result. If interests do
not match job duties, dissatisfaction should rcsult. Given our arguments above
aboul inlrinsic and extrinsic satisfaction we would further predict that the
discrepancy between job duties and interests should predict intrinsic satis-
factlon beltter than extrinsic satisfaction.

METHOD
instruments

In order to explore these ideas, the research tc be discussed below had
to measure 1) job duties, 2) interest in performing job duties, and 3) job

satisfaction, both intrinsic and extrimnsdc.
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1. .Job dutles. The measure of Jub duties was the Position Analysis

Questlonnaire (PAQ). The PAQ (McCormick, Jeanneret, and Mecham; 1969; 1972)
18 a structured job analysis questionnaire which focuses on worker—orienteé
job elements which could be present in a wide variety of jobs. The instrument
is composed of 187 items organized in the categories of Information Input
(c.g., use of written materials); Mental Processes (e.g., amount of planning/
scheduling); Work Output (e.g., use of precision tools/instruments); Relapion-
ships with Other Persons (e.g., amount of public speaking); Job Context (e.g.,
degree of nuise intensity); and Other Job Characteristics (e.g., vigilance of

Infrequent. events). |

The person completing the job analysis instrument indicates the importance,

~deprec of use, frequency of occurrence, etc. of each of thé 187 job elements
on a S5-point Likert scale. A '"Does not apply' alternative is also provided.

Form B of the PAQ was used in this investigation. Slight modifications
in the wording of items were made in order to make the questionnaire more
applicable to Navy jobs. In all instances, care was taken to preserve the original
meaning of the items. The complete PAQ used in this research is presented in
Appendix A.

2. Job interests. The measure of job interests used was the Job Activity
I'reference Questionnaire (JAPQ) developed by Mecham, Harris, McCormick, and
Jeanneret (1972). It was developed -as a parallel instrument to the PAQ.

PAQ Items were revised into a 6-point Likert format. Respondents are asked

to rate how important they would like each of the job elements to be in their
work. The instrument 1s composed of 150 items which were taken directly from or
slightly revised from the PAQ. PAQ items which were not amendable to such
revision were eliminated. As with the PAQ, slight modifications in the wording
of the items were made to insure their appropriateness for Naval persounel.

The complete instrument is presented in Appendix B.
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1o Jdob Satisfnetton.  The measure of Job satisfactlon employed In the
present research was the Minnesota Satlsfaction Questionnaire (MSQ) (Weiss,
Dawis, England, and Lofquist, 1967). This instrument measures 20 dimensions
of job satisfaction including advancement, compensation, co-workers, achieve-~
ment, independence, and variety. Two items from each of the scales were
selected for the final instrument. Respondents indicated their satisfaction
with cach 1tem on a 5-point Likert scale ranging from "Very Satisfied" to "Very
Dissatisffed.” The scale can be scored to yield three scores: Total Satis-
faction, Intrinsic Satlsfaction, and Extrinsic Satisfaction. Slight Modifications
were made In the items to Insure their appropriateness for Naval personnel. 1In
additfon, two questions were added to assess overall satisfaction with the Navy.
The complete instrument 1s presented in Appendix C.

Subjects

The subjects in this study represented a stratified random sample of en-
listed Naval personnel. Logistical considefations limited the sample to three
home-based air craft carriers and their assoclated squadrons. However,
proportionally, the total sample generally represented the enlisted rate/rating
classificatlons for the entire Navy. Table 1 contains a complete breakdown
of the sample by Navy ratings.

1n all, some data were collected from 629 enlisted personnel. However,
complete sets of data were not available for all subjects. Table 2 represents
a breakdown of the sample in terms of age, educational level, time in the

Navy, time in present rate, and time on present ship.
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Table 2
N - Mean
Age 580 24,2 years
Educational Level 581 slightly greater than high school.
Tilme Ln Navy 601 5.5 years
Time 1in present rate 597 2.] years
Time on present ship 597 1.4 years

Procedure. Arrangements were made to go aboard three aircraft carriers and

their associated squadrons. The three aircraft carriers were the USS Independance,
the USS TIntrepid, and the USS Forestal. University personnel were assigned a
liagon officer on board each ship and at each squadron. With the help of the
llason offlcer, personnel logs were obtained from which to draw a random sampie.

Ideally, it was desired that a stratifiea random sample for the entire Navy
be obtalned. Loglstically, .this was not possible. Rather, personnel aboard
alrcraft carriers were used as subjects since they were felt to be representative
of Navy rating classifications.

From a listing of all Navy enlisted jobs, proportions were determined for
choosing a stracified sample. These proportions were used to ensure that Naval -
jobs were represented proportionately to thelr occurance throughout the Navy.
University personnel selected, randomly, subjects from the lists provided by
the liason officers until the allocated prorortions were obtained. In all,

629 subjects were selected to participate 'a this study.

With the cooperation of the liason officers, designated enlisted personﬁel

were contacted. The'general procedure for collecting the date went as follows.

Subjects reported to the investigators in groups of five. All subjects were
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given a general orientation as to the purpose of the research and their part

in i1t. Three of the subjects were given the JAPQ and the MSQ to complete on
thelr own.  Appropriate Ingtructions were given. The other two subjects were
adnintstered the PAQ.  The PAQ was administered orally; each subject was

talked through all iftems by one of the investigators. Subjects were rotated
through both phases until subjects were administered each of the three question-—
naires. 1ln some cases, time limitations and duty commitments prevented com-
plete sets of data from being obtained. This general procedure was followed
both on the aircraft carriers and at the allied squadrons. The entire time

for adainistration of these questionnaires was between 1 1/2 and 2 hcurs.
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Table 1 Description of Sample
Rate/Rating Rate/Rating
of Billets N of Billets
Group I: Deck Group III:
Electronics
BMCS 1
ETC
BM 1 1
ET 1
BM 2 1
ET 2
BM 3 3
ETAN
BMSN 1
- ETN 2
QM 2 1
ETN 3
M 3 1
ETR 2
QMSN 1
ETR 3
RD 1 1
ETRSN
RD 2 3
RD 3 3 Group V: Administrative
and Clerical)
RDSN 3
CSCs
Group I1: N CS5C
()rdnance
Cs 1
GM 3 1
Ccs 2
GMG 1 1
. cs 3
GMG 3 1
CSSN
GMT 3 1
CYN 3
GMT SN 1
’ CYNSN
DPC
DP 1
DP 2
DP 3

DPSA




iroup V:(continued)

PNC

N 1

PNSN

PNSA

RMC

RM 1

RM' 2

RM 3

RMSN

SK 2

SK 3

SKSN

YN 2

YN 3

(Group VII: Engineering

and_Hull)

BTC

BT 1
BT 2
BT 3
BTFN
BTFA
"EMC

EM 1

EM 2

1

1

15

17

13

MMC
MM 1
MM 2
MM 3
MMEN

MMFA

Group IX: Aviation
ABC

ABAA

ABAN

ABE 1

ABE 2

ABE 3

ABFC

ABF 3

ABG 3

CABH 2

ABH 3
ABHAN
ABHAA

ADC S

18

30

16



Rate/Rating

of Billets N
(Group IX: Aviation)
AD 2 1
AD 3 1
ADAN 2
ADJC 4
ADJ 1 5
ADJ 2 5
ADJ 3 11
ADJAN 7
ADJAA 2
ADR 3 2
ADRAN 1
AECS 1
AEC 3
Al 1 5
AE 2 5
AE 3 8
AEAN 3
AKC 1
AK 1 3
AK 2 3
AK 3 2
AMCS 2
AM 1 1
AME 2 1
AME 3 2
AMHC 2
AMH 1 1
AMH 2 8

AMH 3
AMHAA
AMS 2
aMS 3

AMSAN

A0 2
A0 3

AQAN

ASM 3
ASMAN
AQCS
AQC
AQ 1
AQ 2
AQAN
ATCS
ATC
AT 1
AT 2
AT 3

ATAN

AV 1

AWC
AW 1
AW 2

AW 3

.

11

21

21

20
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Rate/Rating

of Billets N
{(Group IX: Aviation-

continued)

AWAN 2
CAWN 2 1
AX 1 1
AZ 1 1
AZ 2 1
AZ 3 2
AZAN 5
PR 1 1
PR 2 2
PR 3 2

(Group_ X: Medical) N

HMC 1
HM 1 . 2
HM 2 | 3
HM 3 1

(General Apprenticeships)

AA 13
AN 17
N 12
SA ' 10
SN 14
TN 5

Unclassified 48

TOTAL N = 629
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RESULTS
Overview
The basic procedures in the data analysis consisted of generating a series
of factor scores from the PAQ and JAPQ and relate these, through multiple
regression, to the varlous indices of job satisfaction. In addition, measures
of profile simllarity between the PAQ and JAPQ were generated and these

indices were reiated to the satisfaction

PAQ) Factor Scores

Extensive factor analytic work on the PAQ (McCormick, et al., 1969) has
resulted Jn two sets of factors. The first set of factors was derived from
factor analyses of the total instrument. These analyses resulted in the
selection of five factors. These were termed overall factors (McCormick,
et al., 1969) and are listed in Table 3. The second set of factors were based
on factor analyses of the six subsections of the PAQ. (It should be noted
that these six subsections had been formed on the basig of cluster analysis
procedures, McCormick, et al., 1969). Factor analyses of these subsections‘
resulted in 27 interpretable factora. Thesge are known as specific factors and
are also presented in Table 3.

For the‘analyses presented here, factor scores were generated for each

éubject on both the overall and specific factors.

JAPQ Factor Scores

The JAPQ 1s a relatively new instrument and, as such, factor analytic
work has not yet been performed on it. However, since it 1s based so directly
on the PAQ, it was felt to be reasonable for our purposes that the same factor
structure as the PAQ be used for the JAPQ. Thus, for each dimension of the

PAQ, the corresponding items of the JAPQ were isolated. Factor scores for
Q
IERJ!:each of the JAPQ "factors" were then calculatcd by summing each person's

Text Provided by ERI
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Table 3

Overall and Specific Factors of the PAQ

Qverall Factorg

UV w b
e e % e =

Decision/communication/social responsibility

Skilled activities

Physical activities/related environmental conditions
Equipment /vehicle operation

Information processing activities

Specific Factors

~N OV o

\O oo

10.
11.
12,
13,
14,
15,
16.

17.
18.
19.
20.
21.

22,
23.

A. Information Input

Visual input from -device /materials

Perceptual interpretation

Information from people

Visual input from distal sources

Evaluation of information from physical sources
Environmental awareness

Awareness of body movements/posture

B. Mediating Processes

Decision making _
Information processing

C. Work Output

Machine/process control

Manual control/coordination activities
Control/equipment operation

General body activity

Handling/manipulating activity

Use of finger controlled devices vs. physical work
Skilled technical activities

D. Interpersonal Activities

CommunLca&ionééf~décisiohs/judgements
Job-related information exchange
Staff/related activities
Supervisor-subordinate relationships
Public/related contact

E. Work Situation and Job Context

Unpleasant/hazar@ous physical environment
Personally demanding situations
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Table 3 (Cont.)

F. Miscellaneous Aspects

24. Businesslike work situations
25. Attentive/discriminating work demands
26. Unqiructured vs. structured work
27. Vargable vs. regular work echedule
\
N
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response to the items in that factor. Thus, the factor scores for the JAEFY)
were calculated by a unit weighting procedure. Mbviously, this procedure
resulted Ln the same 5 overall JAPQ factors and 27 specific JAP( factors as

the PAQ.

Profile Similarity Index

The index of profile similarity employed was a simple d2 technique. Two
profile Similarity‘ indices were generated, one for the specific factors and
one for the overall factors. For the overall factors; the JAPQ factor score
for each dimension was subtracted from the PAQ factor score for that dimension,
and the difference squared. An anaiégous procedure was employed for the 27
specific factors.
This procédure resulted in two sets of scores for each subject, Both reflected
the degree of fit between interests in job dutles and actual duties. One
set of gcores was predicted in the five overall job dimensicns, the other set

on the 27 specific dimeneions.

Job Satisfa:tion Measure

As described above, two items from each of the 20 dimensions of the MSQ
were emploved in the satisfaction measure. In addition, two new items were
used to measure overall Navy satisfaction These 21 dimensions are presented'
in Table 4. This table also indicates those dimensions which are summed to
yield the satisfaction indices as well as which items on the actual instrument

(Appendix C) which correspond to each dimension.

Data Analysis.

The first series of data analyses consisted of attempting to predict the
satisfaction indices (Intrimsic Satisfaction, Extrinsic Satisfaction, Total

Satisfaction, and Navy Satisfaction) from 1) the PAQ acores, 2) the JAPQ factor
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11.
12.
13.
14.

15.

16.

17.

18.

19.

20.

21.
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Table 4

Scales of the Jdb Satisfaction Measure

Ability Utilization
Achievement
Activity
Advancement
Authority

Company Policies and
Practices

Compensation
Co-Workeré
Creativity
Independence
Mbral.Valués
Recognition
Responsibility
éécurity
Social Service
Social Stétus

Supervision-Human
Relations

Supervision-Technical

Varilety tV;J

oamd

Working Condiﬁions

Overall Navy
(not from MSQ)

3,23
14,28

7,26

8,20

36,40
15,29

6,25

34,37

19,32
33,35

2,11

5,13

9,16
12,27

41,42

Total Intrinsic - Extrinsic Navy
Satisfaction Satlsfaction Satisfaction Satis-
faction

X X
X X
X X

X
X X
X X
X X
.
X X
X X
X ! X

i
X X
X X |
X X
X X
X X
X X
X .X
X X S
X
X
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acores, and 3) the index of profile similarity (dz) between PAQ and JAPQ
factor scores. Recall that the PAQ, JAPQ and d2 each comprise two sets of
scores: overall factors and specific factors. Stepwise multiple regression
procedures were employed to predict the satisfaction indices. |

The results of these analyses for the entire sample are presented in
Table 5. The R (multiple R) présented in this and subsequent tables was
selected from the stepwise procedure using the following criterion., The value
of R selecfed was that value associated with last predictor entering the
equation which increased the RZ by at least:005 units. The order of the
factors' entrance into the regression equation i1s presented in Appendix D,
E, and F for tables 5, 6, and 7 respectively{

The first hypothesis stated that job duties should predict intrinsic
satisfaction better than extrinsic satisfaction, Table 5 clearly sﬁpports
this hypothesis. Both the PAQ and the d2 for both specific and overall factors
predicted intrinsic satisfaction better than extrinsic satisfaction. All four
of these differences are significant at least p< .04 or better. The mean
correlation for pred?cting intrinsic satisfaction was .42 while the mean correlation
for predicting4;:£:;:;;;%§atisfaction was .26. In terms of percent of varilance

2
accounted for, correlations with intrinsic satisfaction (; = .81)

accounted
for over two and a half times as much varilation as did correlation with extrinsic
satisfaction (;2 =.07)

The second hypothesis stated that the index of profile similarity should
also predict satisfaction, and predict iﬁtrinsic satisfaction better than
extrinsic satisfaction. This hypothesis.was supported in that significant and
moderately large correlations emerged from predicting the satisfaction indices
from the dz, and correlations with intrinsic satisfaction were larger than

correlations with extrinsic satisfaction. ( It should be noted that the multiple

Q :-orrelations are to be interpreted as the greater the dzithe less the satisfaction)
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Table 5

Specific and Overall Factors of the PAQ, JAPQ, and d°

Predicting the Satisfaction Indices

Specific Overal
Factors Factors
. R R
PAQ predicting: (N=576) ) (N=574)
1. Intrinsic Satisfaction .49 41
2. Extrinsic Satisfaction .31 .24
3. Navy Satisfaction .43 .38
4. Total Satisfaction .46 «36
JAPQ predicting: (N = 478) (N = 586)
1. Intrinsic Satisfaction .38 17
2.0 Extrinsic SAtisfaction .19 12
3. Navy Satisfaction .28 14
4, Total Satisfaction .33 12
42 predicting: (N = 599) (N = 600)
1. Intrinsic Satisfaction . A7 .30
2. Extrinsic Satisfaction 27 .20
3. Navy Satisfaction .43 .26
4. Total Satisfaction 42 .27
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However, this conclusion must be Cempered with the fact that the PAQ alone
predicted the satisfaction indices better than did the d? measure which includes
both the PAQ and the JAPQ.

Several other points from Table 5 deserve mention. First, of the three
sets of predictors, the best was the PAQ, next best was the dz, and the JAPQ
was the poorest. Second, the specific factors predicted better than the overall
factors. Third, the magnitude of correlations with total and Navy Satisfaction
were generally between the magnitude associlated with Intrinsic and Extrimsic
Satisfaction.

Although the sample size was large (about 600) relative to the number of
predictors (maximum of 27 for speciflic factors), it was felt worthwhile to
examine possible shrinkage of the Rs. To accomplish this, a 507% random sample
was drawn from the total sample, and the multiple regression recomputed. Then
using a procedure developed by Burket ‘1964) estimates of shr.lnkage were computed.
This procedure gives an estimate of shrinkage which takes into consideration the
sampic size, number of predictors, and the size of the R obtained in the
development sample.

Results of these analyses are presented in Table 6. This table indicates
that the Rs obtained from the 50% sample were quite comparable to those obtained
for the total sample. In fact, in most cases the Rs in the 50% sample were
slightly higher than the Rs in the total smmple. More importantly, Table 6
indicates that the shrinkage of these Rs was generally quite small. In fact,
the wmean shrinkage was only .06 units.

It should be noted that the entire sample 1s composed of Naval enlisted
personnel whose tenure in the Navy varied from less than 1 year to over 20 years.
It was felt that this variability could result in spﬁrious correlations in

that more senlor personnel would have more responsible or important job duties
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Table 6

Estimates of Shrinkage in Predicting Satisfaction Indices

PAQ predicting ' Specific Factors Overall Factors
Dev. R. Shrunken R Dev. R Shrunken R
(N = 254) (N = 254) -
1. Intrinsic Satisfaction .54 .51 .45 A3
2. Extrinsic Satisfaction 43 .36 .25 .19
3. Navy Satisfaction . 46 .40 .32 .27
4. Total Satisfaction .50 AT .40 .38
JAPQ predicting (N =221) (N = 264)
1. Intrinsic Satisfaction A .32 .19 .13
2, Extrinsic Satisfaction . 30 21 .13 -.01
3. Navy Satisfac-ion .31 .21 .10 .06
4., Total Satisfaction .37 .29 A7 .11
d2 predicting (N = 264) (N = 265)
1. intrinsie Satisfaction .50 .45 .32 .29
2. Extrinsic Satisfaction .38 .29 22 .13
3. Navy Satisfaction .48 .39 .25 .20
4, Total Satisfaction A7 .41 .29 22
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and, by the fact that.they rein;isted, also be more satisfied with the NaVy.
Such relationships could produce artifically high correlations between job
duties and satisfaction, as well as between Interests and satisfaction. To
explore this potential problem the sample was broken down into those who had
less than four;years in the Névf and those who had more than four years.
(Four years'ié the point of the first reenlistment The regression analyses
were: repeated for the lower and upper group separately, and are preseﬁléd in
Table 7. = Inspectilon of thé table indicates that meaningful correlations
result for both groups seﬁérately, Just as they did for the entire sample.
However, an interestipg finding emerges. Thé'sétisféction of the upper group
1s much more predictable than the satisfaction of the lower group. This 1s most

 clearly apparent in the analyses using the specific factors where the mean R
for the lower group is .30 while the mean R for the.upper group is .48.

Table 7 also indic#tes that.the first hypothesis is generélly suppg{ted
by both the upper group aﬁd the lower group. PAQ and a2 predictions of '
satisfaction for the 1pwér group show an R of .32 for predicting Intrinsic
sétisfaction_ggd an‘E of .23 fof Extrinsic satisfaction. Respective figures
for the upper group are Intrinsic , -36iaﬁd Extrinsic ; .32. As in the case of
the total sample, the'second hypotheses is only pértially supported in that |
while Rs using d2.were.modefa£ely lafge, they were smaller than the PAQ alone.

Another interesting point is' that the JA?Q predicted satisfaction for the
upper group quite well. These correlagions are substantially larger than‘those

obtained from either the total sample or the lower group.

Summary of the data analyses
In summary, the'followiﬁg fesui#s were cbtained.
1. The first hypbthesis'was strongly supported. In 19 out of a péssible.
20 comparisons of PAQ and a2 predicting Intrinsic and.Exﬁrinsic

satisfaction, R8s were higher for Intrinéic than for Extrinsic. For

|
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Prediction of Satisfaction Indices: Uppér and Lower Groups

PAQ predicting:

LN

Intrinsic Satisfaction
Extringic Satisfaction
Navy Satigfaction
Total Satisfaction

JAPQ predicting

N

Intrinsic‘Satiafaction'”_
Extrinsic Satisfaction

Navy Satisfaction
Total Satisfaction

d2 predicting

1.
2.
3.
4.

Intrinsic Satisfaction
Extringic Satisfaction
Navy Satisfaction
Total Satisfaction

Specific Factors

Lower
(N = 406)

.32
24
.37
.31

(N = 358)

24
.25
.31
24

(N = 430)

.35
.24
«35
.33

Upper
(N = 103)

-+ .53
.58
.54
.51

(N = 121)

.61
.39
44
.56

(N = 171)

44
.37
.39
.42

Overall Factors

Lower
(N = 406)

.26
.19
.26
.23

(N = 476)

.14
.07
.13
14

(N = 430)

.33
24
.39

34

Upper
(N = 103)

3L
.19

.27

.25

(N = 161)

.15
.18
.28
.16

(N = 170)

.16
14
.14
.15
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the total sample, Rs involving Intrinsic Satisfaction accounted for
over two and one half times the variance as did Rs involving

Extrinsic Satisfaction.

The second hypothesis was marginally supported in that meaningful
correlations between 42 and the satiafac;ion Indices. emerged, and d2
predicted Intrinsic Satisfaction better than Extrinsic Satisfaction.
However, the PAQ alone resulted in higher correlations than did the 42,
In general, the PAQ was the best predictor of the satisfaction

indices followed by the d2, and the poorest wag the JAPQ. The only
exception to this was with the hpéer group which showed strong relation-~
ships between the JAPQ and thé satisfaction indices.. '

The specific factors generally predicts§ the satisfaction indices
better than did the overall factors.

Predictions of Navy satisfaction generally fell betﬁeen Intrinsic and
Extrinsic in magnitude.

The findings held up when g:i:rinkage of the Rs was considered.

When the total sample was broken down into those éubjects with greater
or less than 4 years in the Nawy, thepattern of results was similar
to those found for the total graup. However, results were stronger

for those subjects with more than four years in the Navy.
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DISCUSSION

The general argument of this research was that actual job duties, as
contrasted with organizational rewards, are significant contributors to job
satisfaction. Our results clearly support this argument. Our measure of
job duties correlated fairly substantially (mid .40s) with overall satisfaction,
and with satisfaction with the Navy. It 1is also clear, however,.that other
factors play a major role in determining satisfaction. Organizational rewards
would undoubtedly be one set of factors. Also, the various moderators between
rewards and satisfaction such as level of need, expected level of reward, etc.
that were discussed in the intrqduction probably also play a role. But,
to reiterate, it 1s clear that actual job dutiles also play a major role.

Mofe specifically, we hypothesized that actual Jjob duties should predict
intrinsic satisfaction better than extrinsic satisfaction. The results clearly
support this hypothesis. This lends support to the argument that intrinsic
satisfaction is determined more by the job itself than is extrinsic satisfaction.
The other side of the argument:, not tested by this research, would be that
extrinsic satisfaction would be primarily determined by organizational rewards.

In one sense it 1s surprising that our xesults come out so well. That 1s,
the measure of intrinsic satisfaction empluyed was probably not the best
measure possible. Recall that we conceptualized intrinsic satisfaction as
arising from rewards arising from the tésk while extrinsic satisfaction arises
from rewards given by the organization. With this in mind, it is clear that
some of the items on the intrinsic scale of the MSQ do not deal with intrinsic
rewards. The MSQ items dealing with such things as security and soclal status
probably do not reflect rewards a person gives himself. Furthermore,
additional rewards could be considered intrinsic in nature such as doing an

| important job and having control over the job. One implication from the
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present research 1s that it would be valuable to develop a specific measure
of intrinsic satisfaction.

The second hypothesis dealt with #fecrepancies between job duties and
interests. 1t stated that if duties match interests satisfaction would
result; while if large discrepancies existed between duties and interests,
dissatisfaction would result. The resultscan be said to have supported this
hypothesls in that moderately large correlat’ -ns between d? and satisfaction
emerged (low.40s),and d2 predicted intrinsic satisfaction better than extrinsic
satisfaction. However, the relationships for the d2 were actually lower than
for the PAQ alone. Thus, in the final analysis, this hypothesis can only be
said to be partially supported. One could argue that there are éroblems with
the JAPQ such as lack of response variabllity or it is a poor measure of interests,
but this 1s contradicted by the fact. that the JAPQ alone also predicted satis-
faction fairly well (low.30s). . .

It 1s possible that the general unreliability of difference scores tended
to attenuate the strength of the results. A second possibility is that
"weighting" job duties by interests simply does not add much. One is reminded
of the research weighting elements of job satisfaction'by their importance
(Ewen, 1967; Friedlander, 1965; Mikes and Hulin, 1968) with the finding that
such weighting does not materially affect the original satisfaction ratings.

One particularily interesting set of findings was that dealing with the
subjects with greater or lesser than four years in the Navy. The general finding
was that prediction of satisfaction was substantially lower in the lower group
(less than four years) as compared to the upper group (more thaﬁ four years).
It seems that for first term JNaval personnel, factors outside‘the job itself

influence satisfaction :ijore than for more senior pesple. These factors might



include extrinsic rewards, Interests outslde their Naval job, ete. The job

itself may indeed become more Important for senior personnel. More specifically,

this line of reasoning argues that the sources of satisfaction come more from

the job itself as a person gains experlence with the Navy. This would imply

that the type of Job a person forsees for himself at the time he considers his

first reinlistment may be a significant determinant of his decision to stay or go.

In summary, the. results of this investigation suggest the following.

1.

2,

Actual job duties have a meaningful influence on job satisfaction.

Actual jcb dutles influence intrinsic satisfaction more than extrinsic
satisfaction.

It is uncertain whether the degree of fit between job duties and interests
can predict satisfaction.

Job duties seem to have greater influence On the gatisfaction of

more senior people than on first term personnel.
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Appendix A
POSITION ANALYSIS QUESTIONNAIRE (PAQ)

(Navy Edition)
Occupational Research Center
Department of Psychological Sciences
Purdue University
West Lafayette, Indiana 47907

Ernest J. McCormick, P.R. Jeanneret, Robert C. Mecham

Instructions for Completing PAQ for Naval Billets

As part of a research project dponsored by the Office of Naval Research you are
being asked to use the Position Analysis Questionnaire (PAQ) to describe certain
characteristics of the billet you occupied in your last Naval duty assignment.

In describing your billet consider your primary duties and any particularly signi-
ficant collateral duties. (Do not consider incidental collateral duties that
occupied only a nominal proportion of your time.)

Identification: To be entered on PAQ Record Form (B) (White IBM form with red
ink)

i. Side-1 (front). On the top of the PAQ Record Form are 2 rows of boxes.
Print the following information in those boxes, entering an asterisk (%)
between items of information:

SHIP OR STATION*BILLET TITLE*DEPT. (OR OTHER ORGANIZATIONAL UNIT) *DATE*
YOUR NAME

When entering this information, consider tb:2 second row of boxes as a
continuation of the first. For date, enter today's date in sequence day,
month, and year, with a slash between these, as 1llustrated in the
example below:

Example

PAQ
No.

20012 [%|U|S|S RhNJGER*UPNs o|FIF{i]c|€|®

*

Elnie! lolelr]r 1!/“'/72¢Jeu~ DiolE

2. Side 2 (back)--top of page. Enter your name (in space "Name of Incumbent").
As the PAQ analyst, mark box "Job incumbent himself." Write a brief
description of your billet in the space provided, including reference to
significant collateral duties.

Rating PAQ Job Elements

First, be sure that you are familiar with these instructions and with the PAQ
Record Form. Instructions and a rating scale are provided for use with each job
element (item) in the PAQ. Determine the appropriate response for each element
after considering the concept reflected in the job element itself, and the gcale
provided for use with that element. Notice that different scales are used with the
various job elements, as follows:
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Rating Scale

Extent of Use

Importance to Billet
Amount of Time
Possibility of Occurrence
Applicability

Special Code (when this type of code 1s used, it applics only to the
job element of which it is a part.) NWote that certain "Special' (S)
rating scales do not have a "Does not apply' answer because the
statement applies in some degree to every billet.

Following are three particular points that you should keep in mind when analyzing
your billet: _

l.

3.

The examples given for many job elements in the PAQ serve only to
illustrate the intended concept or scope of the job element, and do
not indicate the complete range of possible content. Several of the
examples are from "eivilian" types of jobs, but they may have their
counterparts 1in naval activities. You should interpret the concept of
each job element as it relates to your billet.

There will be many job elements that do not apply to your billet. In
such instances simply mark =DNA= (Does not apply). Some of the job
elements relate primarily to civilian jobs, and would seldom, if ever,
be applicable.

When analyzing your billet, always refer to the description of each job
element in the PAQ itself, and then record your response on the Record
Form, as the Record Form includes only the title of each job element
without any description or illustrations.

Recording Ratings of PAQ Job Elements °

Begin with element 1 (on following page), and mark your ratings on the Record
Form (B), as in the following example:

Example

1(U) Written materials (as sources of information)

=PNA® mpbes c=)zx Ezjjus =aisc azS5as

This letter refers to the rating scale to be used for this element.
These scales are listed at the beginning of each section of the PAQ

and also at the top of the PAQ Record Form (B). In this example, scale
value "1" has been marked to indicate the 'very infrequent" use of
written materials.



L(U)

{0

am

2 (U)

)

3(0)

EEELD

S )

RSy l)

Q

POSITION ANALYSIS QUESTIONNAIRE (PAQ)

1 INFORMATION INPUT Code Extent of Use (U)
L.l Sources of Job Information DNA Does not aPP1)_'
1 Nominal/very infrequent
Rate each of the following items in terms of g ;cgaaional
how much it is used by the worker as a source of loderate
h Considerable

information in performing his billet.

W

Very substantial

}.1.1 Visual Sources of Job Information
written materials (books, reports, office notes, job instructions,'logs, signs, etc.)

yuantitative materials (materials which deal with quantities or amounts, such as
grephs, accounts, specifications, tables of numbers, etc.)

t'ictorial materials (pictures or picture-like materials used as sources of information
fov example, drawings, blueprints, diagrams, tracings, charts, photographic film,
%-ray filmg, TV pictures, etc.)

Faiterns/related devices (templates, stencils, patterns, etc., used as sources of

information when observed during use; do not include here materials described
in item 3 above)

Vi uwual Jdisplays (dials, gauges, signal lights, radar scopes, speedometers, clocks,
graphic displays, monitors, etc.)

meesuring devices (rulers, calipers, scales, thickness gauges, pipettes, thermo-
mevers, protractors, etc., used to obtain visual information about physical
mepgurements; do not include here devices described in item 5 above)

Mechanical devices (tools, equipment, muchinery, and other mechanical devices which
are sources of information when observed during use or operation)

Materials in ﬁrocess (parts, materials, objects, etc., which are sources of informa-
tion when being modified, worked on, or otherwise processed, such as bread dough
being mixed, workpiece being turned in a lathe, etc.)

Mz:erials nof in process (parts, materials, objects, etc., not in the procese of
being changed or modified, which are sources of information when being inspected,
handled, packaged, distributed. or selected, etc., such as items or materials in
insentory, storage, or distribution channels, items being inspected, etc.)

~ a7 features of nature which are observed or inspected to provide information)

»» -made features of environment (structures, ships, buildings, dams, highways,
isr dges, docks, and other ''man-made' or altered aspects of the indoor or outdoor
environment which are observed or inspected to provide job information)

Sehavior (observing the'actions of people or animals; for example, in teaching,
aopervising, etc., where this behavior is a source of job information)

Evants or circumstances (those events the worker visually observes and in which
he may participate, such as movement of ships, movement of materials, airport
control tower operations, etc.)

axc or decor artistic or decorative objects or arrangements used as sources of

7 % information; for example, visual aids, paintings, interior decoration, etc.)
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Code Extent of Use (U)

DNA  Does not apply

1 Nominal/very infrequent
2 Occasional
1.1.2 Non-visual Sources of Job Information 3 Moderate

4 Considerable
5 Very substantial

15(1) Verbal sources (verbal instructions, orders, requests, conversation8, interviews,
discussions, formal meetings, etc.; vonsider only verbal communication which is
relevant to job performance)

16{i)) Non-verbal sounds (for eiample, noises, engine sounds, sonar, whistles, musical
instruments, signals, hornsg, etc.)

17(U; Touch {(pr:ssure, pain, temperature, moisture, etc.; for example, feeling texture
of surface, etc.)

18(U) Odor (odors which the worker needs to smell in order to perform his job; do not

include odors simply because they happen to exist in thc work environment)

19(U) Taste (bitter, sour, sweet, or salty qualities which are sources of job informa-
tion; for example, cooks, stewards, etc.)

20(S) Near visual differentiation (using the code below, rate the amount of detail the
worker must see to adequately obtain }job information from vbjects, events, features,

cte., within arm's reach) ) .

Code Degree of Detail

DNA  Does not apply (worker is blind or works in total darkness)}
1 Very little detail (for example, that required in moving boxes, dumping
trash, opening desk drawers, etc.)
2 Limited detail (for example, that required in crating, grinding hamburger,
etc.)
3 Moderate detail (for example, that required in painting, reading typed
letters, reading dials and gauges, etc.)

4 Considerable detail (for example, reading small blueprints, gauge cali-
bration, etc.)
5 Extreme detail (for example, that required in assembling small electrical

transistors; repairing chronometers, electronic eircuits, etc.; miniature
and microminiature optical work; etc.)

Note on rating 'Importance to Billqt":

Eacli ot the ftems in the queetionnilte which uses Code Importance to Billet (1)
the "Importance to Billet (1)" scalt is to be
rated in terms of how important thelactivity

DNA Does not apply

described in the item is to the completion of the ; Z::y minor
job, as compared with the other actiities which are 3 Average
part of this job. Consider such faJtors as amount 4 High

of time spent, the possible influende on overall job 5 Exsreme

performance if the worker does not properly perform
this activity, etc.

‘Q .
21(1) Far visual differentiation (9zeing differences in the details of objects, events,
or features beyond arm's reail for example, operating a vehicle, lookout watch,

[:R\f: air controller, etc,)

wll Toxt Provided by ERIC




22(1)

23(1)

24(x>.

25(1)

26(i)

21(1)

28(1)
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Depth perception (judging rhe distance from the observer to objects, or the
distances between objects as they are positioned in space, as in operating a

.crane, manual gun sighting, handling and positioning objects, etc.)

Color perception (differentiating or identifying objects, materials, or details
thereof on the basis of cinlor; for example, identifying running lights, etc.)

Sound pattern recognition (recognizing different patterns, or sequences of sounds;
for example, those involved in Morse code, heart beats, engines not functioning

correctly, etc.)

Sound differentiation (recognizing differences or changes in sounds in terms of
their loudness, pitch, and/or tone quality; for example, sonar operation, etc.)

Body movement senging (8sensing or recognizing changes in the direction or speed at
which the body 1s moving without being able to sense them by sight or hearing;

for example, as in flying aircraft, working in internal compartments aboard ship,
etc,; in the case of shipboard personnel, rate in terms of the extent to which

it is required 'in actual performance of duties) :

Body balance (sensing the position and balance of the body when body balance

is critical to job performance, as when climbing high masts, walking on slippery -
decks or on narrow gangplanks, aircraft refueling, hazardous types of maintenance
jobs such as side cleaning, etc.)

1.3 Fstimation Activitles - ‘ICode lmportance to Billet (1)

. . ‘ DNA -Does not appl
ln this section are various operations in- A apply

volv1ng estimation or judging activities. In ; Xg;y minor
each case consider activities in which the worket 3 Average
may use any or all of the senses; for example, 4 High
sight, hearing, touch, etc, Continue using the 5 Extreme

“"ITmportance to Billet' scale.

Estimating speed "of moving parts (estimating the speed of the moving parts asso-
ciated with stationary objects; for example, the revolutions per minute of a motor,

"~ the speed at which a lathe turns, etc.)

29N
30(T1)
3e1)

A1)

Estimating speed of moving objects (estimating the speed of moving objects or
materials relative to a fixed point or to other moving objects; for example, the
speed of vessels or aircraft, materials on & conveyor belt, etc.)

Estimating speed of processes (estimating the speed of on-going processes or a
series of events while they are taking place; for example, chemical reactions,

assembly operations, timing of food preparation in galley, etc.)

Judging condition/quality (estimating the condition, quality, and/or operational
readiness of electronic systems, engineering systems, weapon systems, etc.; judging

'value-of surplus items to be liquidated; etc,)

Innpecting (inspecting products, objects, materials, etc., either one's own )
WWQ\hhnship or that of others, in terms of established standards: for example,
idetitifying defects, classifying by grade, etc.; do not include here activities -
described in item 31 above) .

Estimating quantity.(estimating the’ guantitz of objects without direct measure-~
ment, incli. lng weight, number, volume, etc.; for example, of foodstuffs, supplies

on hand, etc.)
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Estimating size (estimating the dimensions of objects without direct measurement,
including length, thickness, etc.; for example, estimating the height of atree,
judging sizes of boxes in loading a hold, etc.)

Estimating time (estimating the time required for past or future events or work
activities; for example, judging the amount of time to make a delivery, estimating
the time required to service a worn machine part or piece of equipment, judging
the length of time required to set up a lathe, etc,)

2 MENTAL PROCESSES

2.1 Decision Making, Reasoning, and Planning/Scheduling

Decision making (indicate, using the code below, the level of decision making
typically involved in the billet, considering: the number and complexity of

the factors that are taken into account; the variety of alternatives available;
the consequences and importance of the decigions; the background experience, edu-
cation, and training required; the precedents available for guidance; and other
vrelevant considerations., The examples given for the following codes are only
suggestive.)

b Code Level of Decision

1  Low ("decisions" such as those in selecting part3 in routine cleaning,
shelving items in a storeroom, etc.) .

2 Below average (''decisions" such as those in operating or dispatching
vehicles, lubricating a truck, etc.} -

'3 Average ('decisions" such as those in setting-up machine tools for opera-
tion, diagnosing mechanical disorders of aircraft, ordering office
supplies several months in advance, etc.)

4  Above average (''decisions' such as those in making personnel decisions such

' ags promotions and disciplinary actions, determining flight plan, etc.)

5 High ("decisions" such as those in recommending major surgery, determining

battle strategy, etc.)

37(S) Reasoning in problem solving (indicate, using the code below, the level of reason-

ing that is required of the worker in applying his knowledge, experience, and
judgment to problems)

Code Level of Reasoning in Problem Solving

1 Low (use of common sense to carry out simple, or relatively uninvolved,
instructions; for example, sweeper, messenger, stores working party, etc.}
2 Below average (use of some training and/or experience to select from a -
limited number of solutions the most appropriate action or procedure in
performing the billet; for example, issuing clerk, mess stewards, etc.)
3  Average (use of relevant principles to solve practical problems and to deal
\ with a variety of concrete variables in situations where only limited
IR standardization exists; for example, draftsman, carpenter, ship navigationm,
\ non-routine repair of mechanical equipment, etc.)
4 ‘Above average (use of logic or scientific thinking to define problems,
' collect information, establish facts, end draw valid conclusions; for
\ example, individual with major responsibilities for diagnosis and repair
‘of complex electronlc and weapon systems, aeronautical engineering officer,
tc.)
5 H.¢h (use of principles of logical or sc1ent1£1c thinking to solve a wide
Ainge of intellectual and practical pr}blems, for example, commanding a

vissel, research scientists, etc.) ‘

v
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38(S) Amount of planning/scheduling (indicate, using the code below, the amount of
planning/scheduling the worker is required to do which affects his own activities
and/or the activities of others)

Code Amount of Planning

DNA  Does not apply (has no opportunity to plan even his own activities; the
specific activities of the worker are virtually predetermined for him)
1 Very limited (has limited opportunity to plan or schedule his own activities;
for example, mess cook, side cleaner, etc.)

2 Limited (some planning is required, typically of one's own Qork activities;
for example, the plunning that would be done by a radio operator, etc.)
3 Moderate (a moderate amount of planning of his own or other activities is

required; for exaniple, & carpenter who must plan the best way to build a
structure, a dispatcher, etc.)

4 Considerable (a fairly large amount of planning/scheduling is required;
for example, a leading petty officer who must plan the activities of his
subordinates, an instructor who must prepare lectures or lesson plans,
planning/scheduling the arrival and distribution of materials, etc.)

5 Extensive (substantial amount of planning/scheduling is required; for
example, a department head, an executive officer who must plan the acti-
vities of different work groups, contingency planning, etc.)

2.2 Information Processing Activities Code Importance to Billet (I)

In this mectlon are various human operations DNA  Does not apply

fnvolving the "processing'" of {nformation or ; :s;y minor
data., Rate vach of the following items in terms 3 :
; Average
of how important the activity is to the completion 4 High
of the job. 5 Extreme

39(1) Combining information (combining, synthesizing, or integrating information or data
from two or more sources to establish new facts, hypotheses, theories, or a more
complete body of related information; for example, integrating intelligence in-
formation, a pilot flying aircraft, a weatherman using information from various
sources to predict weather conditions, radarman, signalman, etc.)

40(I) Analyzing information or data (for the purpose of identifying underlying principles
or facts by breaking down information into component parts; for example, inter-
preting intelligence reports, diagnosing mechanical disorders or medicel symptoms,
ECM operators, etc.) :

41(1) Compiling (gathering, grouping, classifying, or in some other way arranging informa-
tion or data in some meaningful order or form; for example, preparing reports of
various kinds, filing correspondence on the basis of content, selecting particular
data to be gathered, preparing lesson plans, etc.)

42(1) Coding/decoding (coding information or converting coded information back to its
original form; for example, ''reading'" Morse Code, translating foreign languages,
or using other coding systems such as shorthand, mathematical symbols, computer
languages, drafting symbols, replacement part numhers, etc.; TTY; cryptography;
etc,)
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43(1) Transcribing (copying or posting data or information for later use; for example,
copying gauge readings in a record book, keeping a beil log, recording weather,
etc.)

44(I) Other information processing activities (specify in margin of PAQ Record Form)

2.3 Use of Learned Information

45(I) Short-term memory (learning and retaining job-related information and recalling
that information after a brief period of time, for example, cook, telephone
operator, helmaman, messenger, etc.)

46(3) Education (indicate, using the code below, the level of education generally or
typically required by persons who are selected for this occupational field;
include education in elementary, high school, colleges, etc.; do not include
training in naval schools, or technical or vocational school traiEIEg-~see item 48)

Code Education {given level or equivalent)

DNA Does not apply (little or no formal education required)
1  Less than high school diploma
2  High school diploma
3 Some college education (some college but not a 4-year college degree)
4 College degree (degree requiring 4 years or more to complete; for example,
B.A., B.S., etc.) .
S Advanced degree (M.S., Ph.D., M,D,, L.L.D., et..)

47(S) Job-related experience (indicate, using the code below, the amount of all previous
job-related experience in other related or lower-level jobs or billets generally
required by persons selected for the billet; do not include formal education as
described in item 46)

Code Job-related Experience

DNA Does not apply {no experience required)

1 Less than 1 month

2 Over | month up to and including 12 months
3 Over 1l year up to and including 3 years

4 Over 3 years up to and including 5 years

5 Over 5 years 4

48(S) Training (indicate, using the code below, the total amount of training generally

4 required for persons who have had no prior job training to learn to perform
adequately in this billet; consider all types of required job-related training

except for education described in item 46; include training at Class A, B, and C
schools, as well as striker, on-the-job, off-the-job, and orientation training, etc.)

Code TIraining -

D Does not apply or very limited {(no more than ane dsv's training required)
Over 1 day up to and including 30 days

Over 30 days up to and including 6 months

‘Over 6 months up to and including 1 year

Over 1 year up to and including 3 years

Over 3 years

——— e
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49(5) Using mathematics (indicate, using the code below, the highest level of mathematics
Lrequired by the billet)
Code Level of Mathematics
DNA Does not apply
1 Simple basic (counting, addition and subtraction of 2edigit numbers or less)
2 Basic (addition and subtraction of numbers of 3-digits or more, multipli-
cation, division, etc,)
3 Intermediate (calculations and concepts involving fracttons, decimals,
percentages, etc,)
4 Advanced (algebraic, geometric, trigonometric, and statistical concepts,
techniques, and procedures, usually applied in standard practical situationg)
5 Very advanced (advanced mathematical and statistical theory, concepts, and

techniques; for example, calculus, topology, vector analysis, factor
analysis, probability theory, etc.)

3 WORK OUTPUT Code Importance to Billet (I)
DNA Does not apply

3.1 Use of Devices and Equipment

1 Very minor
2 Low
3.1.1 Hand-held Tools or Instruments
3  Average
4  High
5 Extreme

Consider in this category those devices which are used to move or modify work pieces,
materials, products, or objects. Do not consider measuring devices herec.

Manually-powered

50(1) Precision tools/instruments (that is, tools or instruments powered by the user
to perform very accurate or precise operations; for example, the use of engraver's
tools, watchmaker's tools, surgical instruments, etc,)

51(I) Non-precision tools/instruments (tools or instruments powered by the user to
perform operations not requiring great accuracy or precision; for example, hamuers,
wrenches, trowels, knives. scissors, chisels, putty knives, strainers, hand grease
guns, etc,; do not include long-handle tools here)

52(1) Long-handle tools (hoes, rakes, shovels, picks, axes, brooms, mops, etc.)

53(I) Handling devices/tools (tongs, ladles, dippers, forceps, etc., used for moving
or handling objects and materials; uo not include here protective gear such as
asbestos gloves, etc.)

Powered (manually controlled or directed devices using an energy source such as
electricity, compressed air, fuel, hydraulic fluid, etc., in which the component
part which accomplishes the modification is hand-held, such as dentist drills,
welding equipment., etc., as well as devices small enough to be entirely hand-held)

S4{I) Precision tools/instruments (hand-held powered tools or instruments used to per-
form operations reguiring great accuracy or precision, such as dentist drills,
soldering irons, welding equipment, saws, etr., used for especially accurate or
£ine work)

55(1) Non-precision tools/instruments (hand-held, energy- powered tools or instruments
used to perform operations not requiring great accuracy or precision; for example,
[ERJ!:‘ power saws, drills, sanders, clippers, etc,, and related devices such as electrical
soldering irons, spray guns or nozzles, welding equipment, etc.)




56(1)

57(1)

58(1)

59(1)

60(1)

61(1)

62(1)

63(1)

64(1)

65(1)
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Code Importance to Billet (I)

DNA Does not apply

1l Very minor
2 Low

3  Average

4 High

5 Extreme

3.1.2 Other Hand-held Devices

Drawing and related devices (instruments or devices used in writing, sketching,
illustrating, drafting, etc.; for example, pens, pencils, drawing tnstruments,
artist's brushes, drafting equipment, etc.; do not include measuring instruments
here, see item 58)

Applicators (brushes, rags, paint rollers, et.., which are hand-held and used in
applying solutions, materials, etc.; do not consider devices covered by

items 50-55 above)

Measuring devices (rules, measuring tapes, micrometers, calipers, protractors,
squares, thickness gauges, levels, volume measuring devices, etc.)

Technical and related devices (cameras, stopwatches, slide rules, etc.)

Other hand-held tools and devices (specify in margin of PAQ Record Form)

3.1.3 Stationary Devices

Machines/equipment (used to generate power, or to process, fabricate, or otherwise
modify parts, objects, materials, etc.; use this category in addition to indi-
cating the controls used in the subsection which follows)

3.1.4 Control Devices (on any equipment operated or used)

Activation controls (hand or foot operated devices used to start, stop, or
otherwise activate energy-using systems or mechanisms; for example, light

switches, electric motor switches, ignition switches, etc.)

Fixed setting controls (hand or foot operated cavices with distinct positions,
detents, or definite settings; for example, TV selector switch, gear-shift, etc.)

Variable setting controls (hand or foot operated devices that can be set at

the beginning of operation, or infrequently, at any position along a scale;

for example, TV volume control, thermostat, rheostat, etc.)

Keyboard devices (typewriters, adding machines, calculators, pianos, keypunch
machines, etc.) . -

" Frequent adjustment controls (used in making frequent adjustments of mechanisms)

Hand-operat:d controls (controls cperated by hand or arm for making frequent,
but not continuous, adjustments; for example, hand controls on 28 crane or bull-
dozer, valve controls, helm of ship, etc.)

Foot-operated controls (controls operated by foot or leg for making frequent,
but not continuous, adjustments; for example, automobile brakes, etc.)




68(1)

69(1)

70(1)

71(1)

72(1)

73(1)

74(1)

75(1)

76(1)

77(1)

78(1)

79(1)
80(1)

81(I)
\}
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Code Tmportance to Billet (I)

DNA  Does not apply

1 Very minor
2 Low

3 Average

4 High

5 Fxtreme

Continuous controls (used continuously in operation or use)

Hand-operated controls (controls operated by hand and usecd continubusLy for
adjusting to changing, or possible changing, situations; for example, use of
steering wheel, controls on a '"tracking" device, etc.)

Foot-operated controls (controls operated by foot and used continuously for
adjusting to changing, or possibly changing, situations; for example, accelerator,
etc.)

3.1.5 Transportation and Mobile Equipment
Man-powered vehicles (bicycles, rowboats, punts, etc,)

Powered highway/rail vehicles (vehicles intended primarily for highway or railroad
trangportation; for example, automobiles, trucks, buses, trains, etc.) '

Powered mobile equipment (movable vehicles not primarily intended for highway
use; for example, warehouse trucks, fork lifts, road graders, tractors, etc.)

Powered water vehicles (ships, submarines, small boats, etc.)
Air/space vehicles (planes, helicopters, balloons, gliders, rocketships, etc.)

Man-moved mobile equipment (hand trucks, wheel barrows; floor polishers and
buffers, etc.)

Operating equipment (cranes, hoists, elevatore, etc.)
Remote-controlled equipment {(conveyor systems, etc.)

3,2 Manual Activities

This section describes manual activities in which tools may or may not be used.

Setting up/adjusting (adjusting, calibrating, aligning and/or setting up of
machines or equipment; for example, setting up a lathe or drill press, adjusting
an engine carburetor, adjusting, calibrating, and aligning electric circuitry,

eth)

Manually modifying (using hands directly to form or otherwise modify materials
or products; for example, kneading dough by hand, folding letters, etc,)

Material-controlling (manually controlling or guiding materials being processed;
for example, in operating sewing machine, jig saws, ctc.)

Assembling/disassembling (either manually or with the use of hand tools putting
parts or components together to form more complete items, or taking apart or
disassembling items into their component puirts)



82(I)

83(1)

B4 (1)

85(1)

B6(I)

87(S)
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Arranging/positioning (manually placing objects, materials, etc., in a specific
position or arrangement; for example, in displays, in stucking shelves, positioning
patients for certain medical and dental procedures, etc,; do pot include here '
arranging/positioning which ie & part of the operations listed in items 78-81)

Feeding/off-bearing (manually inserting, throwing, dumping or placing materials
into or removing them from machines or procegsing equipment; this category is
not to be used in describing operations in which the worker manually guides

or controls the materials or parts during procesecing, as in item 80)

Physical handling (physically handling objects, materinls, human beings, etc.,
efther manually or with nominal use of aiding devices; for example, in certain
warehousing activities, loading/unloading conveyor belts or trucks, packaging,
hospital procedures, etc,; typically there is little requirement for careful
positioning or arrangement of objects; include here relatively uninvolved
handling operations not provided for in items 78-83)

3.3 Activities of the Entire Body

Highly skilled body coordination (activities involving extensive, and often
highly-learned coordination activities of the whole body, such as characterized
by athletic activities)

Balancing (maintaining body balance or equilibrium to prevent falling when
standing, walking, running, crouching, etc., on narrow, slippery, steeply inclined
or erratically moving surfaces; for example, walking on ngrrow elevated plank,
during underway replenishment, etc.) '

3.4 Level of Physical Exertion

Level of physical exertion (indicate, using the code below, the general level
of body activity, considering the frequency and effort required to perform job
tasks involving pushing, pulling, carrying, lifting, etc., during an average
work day)

Code Level of Physical Exertion

1 Very light (occasionally walking or standing and/or occasionally moving
light objects, materials, etc., such as veoman, draftsman, radio
operator, etc.)

2 Light (frequently walking or standing and/or frequently exerting force
equivalent to lifting up to approximetely 10 pounds and/or occasionally
exerting force equivalent to lifting about 20 pounds)

3 Moderate (frequently exerting forces equivalent to lifting up to approxi-
mately 25 pounds and/or occasionally exertinn forces equivalent to
lifting up to approximately 50 pounds; for example, light engine
mechanic, bus driver, etc.)

4 Heavy (frequently exerting forces equivalent to lifting up to approximately
50 pounds and/or occasionally exerting forces equivalent to lifting up
to approximately 100 pounds; for example, genera' laborer, hulldozer
operator, heavy equipment mzchanic, etc.)

5 Very heavy (frequently exerting forces equivalent to lifting over 50
pounds and/or occasionally exerting forces over that required to lift
100 pounds; for erarrle, stevedores, etc.)
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Code Amount of Time (T)

DNA Does not apply (or is very
incidental)

Under 1/10 of the time

Between 1/10 and 1/3 of the time

Between 1/3 and 2/3 of the time

Over 2/3 of the time

Almost continually

3,5 Body Positions/Postures

Indicate by code the approximate
proportion of working time the worker is
engaged in the following activities
(nos. 88-92)

WV BN

88(T) Sitting

89(T) Standing (do not include walking)

90(T) Walking/running

91(T) Climbing (for example, painter, telephone lineman, etc.)

92(T) Kneeling/stooping (kneeling, stooping, crawling, crouching, and other related body
positions which may be uncomfortable or awkward)

Code Importance to Billet (I)

3.6 Manipulation/Coordination Activities DNA  Does not apply

1  Very minor
Rate the following items in terms of how g k°"
important the activity is to completion of 4 H:e;age
the job. 8
5 Extreme

93(1) Finger manipulation (making careful finger movements in various types of actie
vities; for example, fine assembly, use of precision tools, repairing watches,
use of writing and drawing instruments, operating keyboard devices, etc.;
usually the hand and arm are not involved to any great extent)

Hand~arm manipulatior (the manual control of manipulation of objects through
hand and/or arm movewents, which may or may not require continuous visual con-
trol; for example, repairing engines, semaphore gignalling, etc.)

(Y4}
&
D)
L)
L

95(1) Hand-arm steadiness (maintaining a uniform, controlled hand-arm posture or
movement; for example, using a welding torch, performing surgery, etc.)

Sty Yyze-hand/foot coordination (the coordination of hand and/or foot movements

whare the movement must be coordinated with what is seen; for example, driving
» vehicle, operating a sewing machine, operating winch, tuning radar, using
electronic test equipment for alignment, etc,)

Oy7¥Y Limb movement without visual control (movement of body limbs from one position
to another without the use of vision; for example, reaching for cortrols without

looking, -touch typing, etc.)

B“T) Hand-ear coordination (the coordination of hand movements with sounds or in-
sccructions that are heard; for example, tuning radio receivers, piloting air-

[:R\f: craft by control tower instructions, etc.)

wll Toxt Provided by ERIC
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102(1)

103(1)

104(1)

105(1)

106(1)

(L)
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Code Importance to Billet {(I)
DNA  Does not apply

4 RELATIONSHIPS WITH OTHER WORKERS

1 Very minor
This section deals with different aspects g i::ra e
of interaction between people invelved 1in 4 High &
various kinds of work. 5 Extreme

4.1 Communications

Rate the.following in terms of how important the activity is to the completion
of the billet. Some jobs may involve several or all of the items in this section.

#,1.1 Oral (communicating by speaking)

Advising (dealing with Individuals in order to counsel, and/or guide them with
regard to problems that may be resolved by legal, financial, scientific, tech-
nical, clinical, spiritual, and/or other professional principles)

Negotiating (dealing with others in order to reach an agreemeut or solution;
for example, negotiating procurement contracts, diplomatic relations, etc,)

Persuading (dealing with others in order to influence them toward some action
or point of view; for example, public relations officers, etc.)

Instructing (the teaching of knowledge or skills, either in an informal or
formal manner, to others; for example, instructor, petty officer teaching a

striker, ctc.)

Interviewing (coaducting interviews directed toward some specific objective;
for example, interviewing applicants in recruiting office, career counseling,

etc.)

Routine information exchange (the giving and/or receiving of information of
a routine or simple nature; for example, radio operator, receptionist, Lnformatlon

clerk, etc.) e

Non-routine information exchange (the giving and/or receiving ¢f information of
a non-routine or complex nature; for example, engineers discussing shipyard
overhaul, officers' call, CIC to 00D, lookout to OOD, etc.)

Public speaking (making speeches or formal presentations before relatively
large audiences; for example, lecturing, radio/TV broadcasting, delivering
a sermon, etc.)

4,1.2 Written (communicating by written/printed material)

Writing (for example, writing or dictating letters, reports, etc., writing
notices, writing instructions, etc.; do not include transcriblng activities
described in item 42)

4,1,3 Other Communications

Signaling (communicating by some type of signal; for example, hand signals,
semaphore, whistles, horns, bells, lights, etc.)

{cde communications (telegraph, cryptograppy, shorthand, etc.)

|
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111(1)

112(S)
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4.2 Miscellaneous Interpersonal Relationships

Entertaining (performing to amuse or entertain others; for example, on stage,
TV, clubs, etc.)

Serving/catering (attending to the needs of, or performing personal services for,
others; for example, mess cook, barbers, sick-bay attendant, etc.)

4.3 Amount of Job-required Personal Contact

Joh-required personal contact (indicate, using the code below, the extent of
job-required contact with others, individually or in groups; for eiample, contact
with patients, students, the public, superiors, subordinates, fellow shipmates,
ofiicial visitors, etc.; consider only personal contact which is definitely

part of the billet)

L~ Code Extent of Required Personal Contact

113(1)

14(r)

VRS

AL

ANISS,

i Very infrequent (almost no contact with others is required)

2 Infrequent (limited contact with othérs is required)

3 Occasional {(moderate contact with others is required)

4 Frequent (considerable contact with others is required)

5 Very frequent (almost continual contact with others is required)

..4 Typea of Job-required Personal Contact Code Importance to Billet (1)

Titia section lists types of individuals with DNA  Does not apply

whom the worker must have personal contact in 1 Vgry minor
. . 2 Low
nrder to perform his job. 1Indicate by code the
: . . 3 Average
importance of contact with each of the types of 4 Etgh
individuals listed below. Consider personal -8
5 Extreme

contact not only with personnel within the .
organization, but also with personnel from

other organizations, if contact with them is

part of the billet,

Executives/officials (flag officers, squadron commanders, commanding officers,
ecxecutive officers, etc.)

Middie management/staff personnel (department and division officers, other staff
officers, etc.) ‘

Snnervisors (those personnel who have immediate responsibility for a work group;
for example, leading petty officers, etc.)

Professional personnel (doctors, lawyers, scientists, engineers, professors,
teachers, consultants, etc.)

Semi-professional personnel (technicians, draftsmen, designers, photographers,
surveyors, and other personnel who are engaged in activities requiring fairly

extensive education or practical experience but which typically involve a more
restricted area of operation than that of professional personnel)

Clerical personnel (personnel engaged in office work, such &8s yeoman, personnel
men, dispersing clerks, etc.)

Manual and service workers (personnel in skilled, semi-skilled, unskilled, and
related types of work, such as deck crew, engine room crew, etc.)




120(1)
121(3)
122(1)

123(1)
124 ()

125(1)

126(1)

127(1)

128(S)

129(5)

L
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Code Importance to Billet (I)

DNA Does not apply

1 Very minor
2 Low

3  Average

4 High

5 Extreme

Sales personnel
Buyers (purchasing agents, not public customers)
Public customers (as in ship service stores, base cafeterias, etc.)

The public (not including customers or persons in other specified categories;
include the "public'' as contacted by, for example, shore patrolmen and masters
at arms, etc.)

Students/trainees/apprentices
Clients/patients/counselees

Special interest groups (fraternal and service organizations, minority groups,
wive's groups, property owners, etc.)

Other individuals (include here types of persons not described in items 113-126
atove, hut, whenever possible, use one of the above categories) (Specify in
margin of PAQ Record Form)

4.5 Supervision and Coordination

4.5.1 Supervision/Direction Given

Supervision of non-supervisory personnel (indicate, using the code below, the
number of persons directly supervised who are actually involved in the repairing
of equipment, in maintenance, in service activities, etc., and do not supervise
others; this item would apply, for example, to most "first line'" supervisors,
most division officers, leading petty officers, etc,

Code Number of Non-supervisory Personnel Supervised

NDNA  Does not apply
1 or 2 workers
3 to 5 workers
6 to B workers
9 to 12 workers
13 or more workers

(W e R

Direction of supervisory personnel (indicate, using the code below, the number
of supervisory personnel--those who have responsibility for the supervision

or direction of others--who report directly to the person holding this position;
this item would apply to most department heads, etc,)

Code Number of Supervisory Personnel Directed

DNA Does not apply (does not direct supervisors)
1 or 2 supervisory personneﬂ

3 to 5 supervigory personnell

b to 8 supervisory personnel

3 to 12 supervisory personne

13 or more supérvisory perschnnel

WS wN —-



130(S)

131(1)

132(1)

133(1)

134(8)
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Total number of personnel for whom responsible (indicate, using the code below,
the total number of personnel fur whom the person holding this job is either
directly or indirectly responsible; for csample, a commanding officer would be
responsible for all personnel under his command; and department, division, and
leading petty officers would be responsible for all within their sphere of
command; use this item in addition to 128 and/or 129)

& Code 1otal number of perponnel for whom responsible

DNA Does not apply (not responsiblée for other personnel) oy
10 or fewer workers

11 to 50 workers

51 to 250 workers

251 to 750 workers

751 or more workers

W PN

4.5.2 Other Organizational Activities Code Importance to Billet (I)

This subsection includes activities of a DNA  Does not apply

coordinating, steaff, or supervisory nature. ; Zg;y minor
3 Average
4  High
5 Extreme

Supervises non-employees (students, patients, etc,)
Coordinates activitias (coordinates, menitors, or organizes the activities of

othere to achieve certain objectives, but does not have lins management authority;}
for example, special services officar, club committee chairman, etc,)

Staff functions (advipas, consults, or gives othar types of assistance to line
officers; for example, legal officer, intelligance officer, atc.)

4.5.3 Superviagéﬁ Received

Supervision received (indicate, using the code ‘below, the lsvel of supervision
the worker typItally receives)

Code Level of Supervision Received

1 Immediate supervision (receives close supervision relating to specific
work activities, including assignments, mathods, etc.} usually receives
frequent surveillance over job activities)

General supervision (receives general supervision velating to work activities)

General direction (receives only very general guldance relating to job
activities, primarily guidance with respect to general objectives; has
rather broad latitude for detarmining methods, work schsduling, how to
achieve objactives, etc.; for exampls, department and division officers,
atc.

4 Nominal dizection (receives only nominal direction or guidance in joh,

as in the case of a managar of an organigation or a major subdivision
thereaof, and is therefore subject only to very broad policy guidelines;
for example, communding officers, atc.

w N



135(T)

136(T)

137(T)

- 138(T)

139(T)

140(T)

141(T)

142(T)
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5 JOB CONTEXT

5.1 Physical Working Conditiong Code Amount of Time (T)

DNA Does not apply (or is very
incidental)

Under 1/10 of the time

Between 1/10 and 1/3 of the time

Between 1/3 and 2/3 of the time

Over 2/3 of the time

Almost continually

This section lists various working
conditions. Rate the average amount
of time the worker is exposed to each
condition during a typical work period.

w P wN -

5.1.1 Outdoor Environment

Out-of-door environment (susceptible to changing weather conditions)

5.,1.2 1Indoor temperatures (do not consider indoor temperature conditions that
are simply a function of the weather; for example, heat in summer)

High temperature (conditions in which the worker might experience severe discom-
fort or heat stress, such as in boiler rooms, around furnaces, etc.; typically
this would occur in a dry atmosphere at about 90° F. and in a humid atmosphere.
at about 80° F, or 85° F.)

Low temperature (conditions in which the worker is exposed to low temperatures

which are definitely uncomfortable even though clothing appropriate for the
conditions may be worn, such as refrigerated rooms, etc.,)

5.1.3 Other Physical Working Conditions
Air contamination (dust, fumes, smoke, toxic conditions, disagreeable odors,
etc.; consider here air contamination or pollution which is an irritating or

undesirable aspect of the billet)

Vioration (vibration of whole body or body limbs; for example, driving a tractor
or truck, operating an air hammer, etc.)

Improper illumination (inadequate lighting, excessive glare, etc.)

Code Amount of Time (T)

DA Does not apply (or is very
incidental)
Under 1/10 of the time ;
Between 1/10 and 1/3 of the time
Between 1/3 and 2/3 of the time
. Over 2/3 of the time
Almost continually

wm Lo -

Dirty environment (an environment in which the worker and/or his clothing
easily becomes dirty, greasy, etc.; for example, environments often assoclated
with engine rooms, foundries, highway coastruction, furnace cleaning, etc.)

Awkward or confining work space (conditions in which the body is cramped or
uncomfortable) '



143(s)

L

144 ()

- 145(P)

146(P)

147(P)
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Noise inten:ity (indicate, using the code below, the typical noise level to
which the worker is exposed)

Code Noise Intensity

1 Very quiet (intensive care ward in hospital, photo lab, etc.)

2 Quiet (many private offices, libraries, etc.)

3 Moderate (office where typewriters are used, lipght automobile traffic,
ship service store, etc.)

4  Loud (hecavy traffic, machine shops, carpenter sliops, etc.)-

5 Very loud (close to jet engines, large earth-moving equipment, riveting,

etc.)

Code Possibility of Occurcence (P)

N No possibility
Very limited
Limited
Moderate
Fairly high

High

5.2 Physical Hazards

VW — D

The four items which follow describe accidents or illnesses which may result
from exposure to hazards. Rate the possibility of the occurrence of each of

the types of accidents/illnesses to the typical worker in this billet. In
making the ratings consider the safety/accident record of workers in this
billet, and/or the possibility of accidents duc to such factors as: traveling
at high speeds, being in high places, working with machiwery, sharp tools, hot
or very cold materials, exposure to falling objects, dangerous chemicals, explo-
sives, toxic fumes, nuclear and radio frequency radiation, high voltages, etc.

First-aid cases (minor injuries or illnesses which typically result in a day
or less of '"lost" time and are usually remedied with {irst-aid procedures)

Temporary disability (temporary injuries or illnesses which prevent the worker
from performing his job from one full day up to extended periods of time but
which do not result in permanent disability or impairment)

Permanent partial impairment (injuries or illnesses resulting in the amputation
or permanent loss of use of any bouy member or part thereof, or permanent
impairment of certain body functions)

Code VYossibility of Occurrence (P)

No possibility
Very limited
Limited
Moderate
Fairly high
High

LR WN -2

e o

Permanent total disability/deatn (injuries or {1lnesses which totally disable
the worker and permanently prevent his further gainful eumployment; for example,
loss of life, sight, limbs, hands, radiation sicknuss, etc.)



Code Importance to Billet (I)

5.3 Personal and Social Aspects DNA Does not apply
4\ 1 Very minor

This section includes various personal 2 Low

and social aspects of jobs., Indicate 3  Average

by code the importance of these aspects 4 High

as a part of the billet. 5 Extreme

148(I) Civic obligations (because of the Job  the worker assumes, or 1is expected to
assume, certain civic obligations or responsibilities, as mipht be the case
with certain public relations officers, commanding officers, etc,)

149(1I) Frustrating situations (job situations in which attempts to deal with problems
or to achieve job objectives are seriously obstructed or hindered, and nay
thus contribute to frustration on the part of the worker)

150(1) Strained personal contacts (dealing with individuals or groups in "unpleasant"
or "strained" situations; for example, certain aspecte of shore patrol work,
handling certain mental patients, MAA, etc.)

151(1) Personal sacrifice (being willing to make particular personal sacrifices while
being of service to other people or the objectives of an organization; for
example, chaplains, etc.; do not consider physical hazards here)

152(1) Interpersonal conflict situations (job situations in which there are virtually
inevitable differences in objectives, opinions, or viewpoints between the
worker and other persons or groups of persons, and which may "set the stage"
for conflict; for example, supervisors vho must enforce an unpopular policy, ete.)

153(s) Non-job-required social contact (indicate, using the code below, the opportunity
to engage in informal, non-job-required conversation, social interaction, etc.
with others while on the job; for example, barber, receptionist, member of
working party, etc.; do not include here the personal contacts required by
the job as described in item 112)

Code Opportunity for Non-job-required Social Contact

1 Very infrequent (almost no opportunity)

2 Infrequent (limited opportunity)
3 Occasional (moderate opportunity)
4  Frequent (considerable opportunity)
5 Very frequent (almost continual opportunity)
6 OTHER JOB CHARACTERISTICS Code Applicability (A)
DNA  Does not apply
6.1 Apparel WOrn 1  Does apply

For each item mark DNA 1if the item does not applw», a one (1) if the item applies.
Note: One or more items in this section w+v be .pplicable.

154(A) BusiRkess suit or dress (expected to wear, hen arpropriate, presentable civilian
clothing such as tie and jacket, street dv-as, etc.)

155(A) Specif c uniform/apparel (service dress uniforms; mark "dces apply" excepr in
unusual\ circumgtances)

156(A) Work clobhing (dungarees, at-.)

[KC
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: Code Applicability (A)

DNA Does not apply
1 Does apply

157(A) Protective clothing or gear (clothing or equipment worn as a regular part of
the job to protect the worker; for example, safety helmets, goggles, noise
suppressors, safety shoes, insulated gloves or clothing, protective magks,
etc.; this item does not apply if only worn occasionally or rarely)

158(A) Informal attire (sports wear, etc.; mark "does not apply'" except in very unusus’
circumstances) o :

159(A) Apparel style optibnal (style totally optional; mark "does not apply" except
in unusual circumstances)

6.2 Licensing

160{A) Licensing/certification required (to be restricted to such fields as medicinx,
nursing, law, etc.)

Code Applicabilits (A)

DNA Does not apply

6.3.1 Continuity of work (as relevant to 1 Does apply
total year)

161(A) Regular work (special instructions in analyzing naval billets: mark "1" for
this item)

162(A) Irregular work (special instructions in analyzing naval billets: mark '"DNA"
for this item)

6.3 Work Schedule

In each of the following two groups of items, mark one (1) for the item that
most nearly applies, and mark DNA for 8ll other items in that group.

6.3.2 Regularity of working hours

163(A) Régular hours (same basic work schedule every week)

164(A) Variable shift work (work shift varies from time to time)

165(A) Irregular hours (works variable or irPegular hours, depending on requirements
of the service)
6.3.3 Day~-night schedule

166(A) Typical day hours -

167(A) Typical night hours (including evening work)

168(A) Typical day and night hours (works some days and some nights, depending on

work shifts, job demands, schedules, or other job factors)

6.4 Job Demands Code Importance to Billet (I)

This section lists various types of DNA  Does not apply

demands that the Job situation may ‘impose ; Zery winor
upon the worker, usually requiring that 3 A:Zta e
he adapt to these in order to perform his 4 High g
work satisfactorily. Rate the following 5 Ex%rema

items in terms of how important they are
to the billet.

169(1) Specified work pace (as on a controlled assembly line; this would seldom apply
to a naval billet)

Q 170(I) Repetitive activities (performance of the same physical ur mental activities
IERJf: repeatedly, without interruption, for periods of time)




171(1)

172(1)

173(1)

174(1)
175(1)

176(1)

177(1)

178(1)

179(1)

180(1)

181(A)

182(T)

Q
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(ycled work activities (performance of a sequence or achedule of work activities
which typically occurs on a weekly, daily, or hourly basis and which typically
allows the worker some: freedom of acticn so .long as he mcets a schedule; for
example, a security guard patrolling his beat, preparing scheduled reports,
etc.; do not include here activities more nearly described as repetitive ucci-
vities in item 170 above)

Following set procedures (need to follow specifiic set procedures or routines
in order to obtain satisfactory outcomes; for example, following check-out
list to inspect equipment or vehicles, following procedures for changing a
tire, performing specified laboratory tests, etc.)

Time pressure of situation (meal hours in mess hall, urgent time d~:adlines,
1ush jobs, etc.)

Frecision (need to be more than normally precise and accurate)

Attention to detail (need to give careful attention to various details of one's
work, being sure that nothing is left undone)

kecognition (need to identify, recognize, or "perceive" certain objects, events,
processes, behavior, etc., or aspects, features, or properties thereof; this
item 18 primarily concerned with 'recognition" of that which is '"sensed" by
vision, hearing, touch, etc.) '

Vigilance: infrequent events (need to continually search for very infrequently
occurring but relevant events in the job situation; for example, look-out
watch, observing instrument panel to identify infrequent change from '"normal,"
ﬂtc-)

Vigllance: continually changing events (neec to be continually aware of varia-
tions in a continually or frequently changing situation; for example, driving

in traffic, controlling aircraft traffic, continually watching frequently changing
dials and gauges, etc.)

Working under distractions (telephone cal%s, interruptions, disturbances from
others, etc.) '

\

t

Updating job knowledge (need to keep job kiowledge current, being informed
nf new developments related to the billet){

Special talent (using the code above, indi- Code jpplicability (A)
cate if a billet requires some particularly\ DNA Does not apply
unique talent or skill that is not covered \ 1  Does apply

by other items; typically this item would
apply to billets in which the very unique skilll or characteristic of the worker is
clearly dominant, as in certain entertainment{ activities; the item may be used,
however, in certain other kinds of situations\ but only where there is some
distinctly unique or special skill or talent favolved) (If "1" is mnarked, write
the special talent in the margin of the PAQ Rechrd Torm.)

Code Anhunt of Time (T)

DNA  Doe\ not apply (or is very incidental)
Travel (indicate by code the 1 Unde\- 1/10 of the time
proportion of a typical year in Betwe\>n 1/10 nnd 1/3 of the time
which the incumbent would be away Betweer 1/3 and 2/3 of the time
from his place of residence) Over 2)\3 of the time
Almost

LTS W N
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6.5 Responsibility

This section includes types of responsibility which may be associated with the
decisione and 4§ctions of the worker, Indicate by code the degree of each type
of responsibility involved in the billet,

183(S) Responsibility for the safety of others (indicate, using the code below, the
degree to which the work requires diligence and effort to prevent injury to
others; do not include hazards beyond the control of the individual concerned
with the billet)

bwen Code Degree/of Responsgibility for the Safety of Others
DNA Does not apply

1 Very limited (worker has minimum responsibility for the safety of others;
for example, he may only use small hand tools, non-hazardous machines, etec.)

2 Limited (worker must exercise reasonable care in order to avoid injury
to others; for example, operating lathes, punch presses, and similar
equipment)

3 Intermediate (worker must be especially careful in order to avoid 1n3ury
to others; for example, operating overhead cranes, driving vehicles, etc )

4 Substantial (worker must exercise constant and substantlal care in order
to prevent serious injury to others; for example, handling dangerous
chemicals, using explosives insuring that recoil area of guns is
clear, etc.)

5 Very substantial (the safety of others depends almost entirely on the
correct action of the worker; for example, piloting an aircraft, per-
forming major surgery, etc.)

184(3) Responsibility for material assets (indicate, using the code below, the degree
to which the worker is directly responsible for waste, damage, defects, or
other loss of value to material assets or property, such as materials, products,
parts, equipment, cash, etc.,, that might be caused by inattention or inadequate

job per formance)

a—

Code Degree of Regponsibility for Material Assets

Very limited (for example, a few dollars)

Limited (for example, up to about one hundred dollars)
Intermediste (for example, a few hundred dollars)

Substantial (for example, one or two thousand dollars)

Very substantial (for example, more than two thousand dollars)

(O, B VO L

'85(8) General responsibility (indicate, using the code below, the degree of "gencral"
responsibility associated with this billet in terms of the extent to which the
 worker is “respongible'" for any of a number of activities such as: accounting,

\ analyzing, composing, developing, designing, evaluating, forecasting, initiating,
planning, programming, proposjng, scheduling, sponsoring, staffing, writing,
etc,; do not consider here reSponsibility for the safety of others or respon-
sibility for assets as described in items 183 and 184)

: ~ws Code Degree of General Repponsibility

; 1 Very limited
2 Limited
: 3 Intermediate
4  Substantial
o 5 Very substantial




186(S)

187(S)

4

)
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6.6 Job Structure

Job structure (indicate, using the code below, the amount of "structure” of the
billet, that is, the degree to which the billet activities are "pre-determined"
for the worker by the nature of the work, the procedures, or other billet
characteristics; the more highly-structured billets permit less deviation from
pre-determined patterns, and little if any need for innovation, decision making,
or adaptation to changing situations)

Code Amount of Job Structure

1  Very high structure (virtually no deviation from a pre-determined job
"routine," for example, routine assembly work, etc.)

2  Considerable structure (only moderate deviation from pre-determined work
"routine" is possible; for example, disbursing clerk, stock handler,
etc.) .

3 Intermediate structure (considerable change from a "routine" is possible;
work activities change considerably from day to day or even frrm hour
to hour, but usually within some reasonable and expected boun’s; for
example, carpenter, mechanic, machinist, etc.)

4 Limited structure (relatively little routine work; the Job is characterized
by considerable opportunity for improving methods devices, etc., and
the necessity for making decisions; for example, public relations officer,
investigators, etc.) '

5 Very low structure (virtually no established "routine" of activities; the
position involves a wide variety of problems which must be dealt with;
the solutions to these problems allows for unlimited resourcefulnéss and
inttiative; for example, major respongibility for research and develop~
ment activities, etc.) :

6.7 Criticality of Position

Criticality of position (indicate, using the code below, the degree to which
inadéquate billet performance by the worker in this position is critical in
terms of possible detrimental effects on the organirational operations, assets,
reputation, etc., or on the public or other people} consider the duration of
such consequences, whether immediate or long-term, their scriousness, and the
extent to which they have restricted or widespread effects)

L—-- Code Degree of Criticality of Position

1 Very low

2 Low

3 Moderate

4 High

5 Very high

188-194 Pay/income (Do not use these items.)



Appendix B

Job Activity Preference Questionnaire (JAPQ)

(The JAPQ is aninterest inventory that provides tor the expression ol interests i
the job clements of the Position Analysis Questionnaire, which is a structured joh
analysis instrument )

Robert € Mechiam, Alma P, Hatns, Ernest J. MeCormick P R, Jeanneret

The purpose of this questionnaire is to obtain a measure of vour job interests
o1 preferences. Fach individual has different interests, so there are no ripht
or wrong answers. Simply mark what applies to you.

The questionnaire is divided into 9 sections, each of the sections containing a.
listing of work activities or situations. For each section there 1is a rating scale
that you are to use in rating how much vou would want each of the work activities
or situations to he a part of a job that you might gometime have.

In rating the work activities and situations, do not attempt to relate your responses
- directly to any specific job or occupation. Rather, consider each item separately,

and indicate the level of your interest in the activity or situation as a part of

any Job that vou might consider. As you rate each work activity or situation,

assume that an opportunity would be available for you to set anv required education

or traininp.

PERSONAL DATA

Last Name - First Name Middle Mame Social Sccurity Number Age

Employer, if presently employed. Occupation, 1f employed
MName
City State

Education (Check One) Vocational,

_technical, or

3 or Some High Some Collepe Advanced related training
less high achool collepe degrece depree (Mumber of months)
years school grad.

School or College, if presently a student Today's Date
Name
City ' State

Your Address Sex (Check 0One)
City - State E%%f FE?Eie

Copyright © 1972, Robert C. Mecham, Alma F. Harris, Ernest J. McCormick, and P. R, Jeanneret,
} substantia) part of this document js reprinted from the Position Analysis Questionnaire (PAQ), Copyright (& 1969, Purdue Research

Q
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SECTION 1

Information 1s needed to perform any type of work, and that information can come
from many different sources. Use the numbers from 0 to 5 on the rating scale to
mark how much you would like to use or enpape in each of the fullowing activities

to get the "information' needed in your work. Place the scale value that vou choose

{n the space provided beside each question.

Rating Scale Example
0 None 5 1. Reading {books, reports, office notes, job
1 Very limited instructions, etc.)
2 Limited
3 Moderate A "5" has been marked in this example. This indicates
4 Considerable that '"very extensive' reading as a source of job
5 Very extensive information is desired.

___ 1. Reading (books, reports, office notes, job instructions, etc.)
2. Using numerical materials (graphs, accounts, specifications, etc.)

3. Using graphic materials (pictures, drawings, blueprints, diagrams, maps,
tracings, X-ray films, TV pictures, etc.)

4. Using patterns and related devices (stencils, patterns, templates, ectc.)

5. Using visual displays {(dials, gauges, signal lights, radar scopes,
speedometers, clocks, etc.)

6. Using measuring devices (rulers, calipers, tire pressure gauges, scales,
“hermometers, etc.)

7. Observing and listening to mechanical devices in use (tools, equipment,
machinery, etc.)

8. Observing things you are working with (materials, parts or objects, such
as bread dough being mixed, wood being cut, metal being welded, boxes
being inventoried, items being inspected, etc.)

9. Observing features of nature (landscapes, fields, geological samples,
plants, cloud formations, or other features of nature)

10. oObserving or inspecting man-made features of the environment (buildings
dams, highways, bridges, docks, railroads, etc.)

11. Observing the behavior of people or animals

12, Observing the events or circumstances around you (flow of traffic, move-
ment of materials, airport control tower operations, etc.)

13. Viewing art, decorations, etc. (paintings, sculpture, jewelry, window
displays, etc.)}

14, Listening to spoken information (instructions, conversations, interviews,
meetings, discussions, etc.)

15. Listening to sounds (non~verbal)
16. Touching

17. Smelling

18. Tasting
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SECTION 2

Rate how important you would like each of the following abilities and activities to be in
your work. Again use the numbers 0 to 5.

19, Using distance vision (watching things at Rating Scale
distances beyond arm's reach)

No importance

20. Using depth perception (judging the distance Very minor

from yourself to an object, or the distance Low
between objecta, as in running a crane, Average
operiating a dentist's drill, etc.) High

v N O

Extreme importance

21, Usling color perception (telling the difference

between things by color)

22. Recognizing sound patterns (Morse code, heart beats, engine not running
properly, etc.)

23. Redognizing sounds by loudness, pitch or tone quality (tuning pianos,
repairing sound systems, etc.)

24. Body movement sensing (detecting changes in the direction or speed at
which you are moving, without using sight or hearing, as in flying aircraft,
working in a submarine, etc.)

25. Body balancing (walking on steel beams, climbing high poles, working on
steep roofs, etc.)

26. Judging condition or quality (antique dealer, appraiser, jeweler, used
car dealer, coin dealer, etc.)

27. 1Inspecting (grading or finding defects)

28. Estimating speed of moving parts (the revolutions per minute of a motor,
the speed at which a lathe turns, etc.)

29. Estimating speed of moving objects (the speed of vehicles, apeed of mate~
rials moving on a conveyor belt, etc.)

30. Estimating speed of processes (chemical reactions, assembly operations,
timing of food preparation, etc.)

31. Estimating quantity (number of board feet of lumber in a log, the weight
of a horse, the number of bacteria in an area by looking through a microsccpe,
etc.)

32. Estimating size (height of a tree, measurements of a box, etc.)

|

33. Estimating time (timec to make a delivery, to service a piece of equipment,
etc.)

34. Combining information (weatherman using different pieces of information
to prepare a weather report, pilot usirg different bits of information to
fly his plane, etc.)

35. Analyzing information (interpreting financial reports, determining why
an automobile engine will not run, diagnosing an illness, etc.)

36. Gathering, grouping, or classifying information (preparing reports, filing
correspondence, etc.)

37. Coding or decoding (reading Morse code, translating foreign languages,
shorthand, etec.)

$
;
! .
§ 38. Setting up or adjusting equipment {setting up a lathe or drill press,
; adjusting an engine carburetor, etc.)

o 39. Using hands directly to change things (using the hands directly to change
IERJ!: or alter or to modify people, materials, products, etc.)




40.

41,

47.
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Ratins Scale
Controlling or pulding materials being
processed (operatinpg a sewing machine,
operating a jip saw, etc.)

No importance
Very minor

W N =D

Low
Assembling or disassembline (puttinpg parts Averase
topether to form a complete item, or taking Hieh

[ @4}

an item apart) xtreme importance

Arranping or positioning (placinp objects, materials, persons, animals,
etc., in a specific position or arrangement)

Physically handling objects, materials. animals, human beinps, etc.
(loading or unloading trucks, farming activities, taking care of bables
in a nursery, ete.)

Niphly skilled body coordination activities (athletics, dancing, etc.)

Finger manipulation (making careful finger movements in various types of
activities, such as in the use of precision tools, repairing watchee,
playing the piano, etc.)

Feeding/off-bearing (feeding materials into a machine or removing materials
from a machine or plece of processins equipment)

Hand-arm manipulation (activities involvins hand and arm movements, as
might be used in repairing automobiles, packaging products, etc.)

lland-arm steadiness (steady hand and arm movements, as might be necessary
in using a welding torch or in performing surgery, etc.)

Fye-hand/foot coordination (the coordination of hand and/or foot movements
with what 1is seen)

Limb movement without visual control (movement of body limbs from one
position to another without the use of vision)

lland-ear coordination (the coordination of hand movements with sounds
or instructions that are heard)

Advising (using legal, financial, scientific, technical, clinical, spiritual,
or other professional principles to counsel or guide individuals)

Negotiating (dealing with others to reach an agreement or solution, for
example, labor bargaining, diplomatic relations, etc.)

Perruading (influencing others, as in selling or political campaigning)
Teaching
Interviewing

Exchanging routine information (giving and receiving routine information
as might be done by a ticket agent, taxi-cab dispatcher, etc.)

Exchanging specialized information (giving and receiving specialized
information, as might be done in & professional committee meeting, or as
engineers might do when discussing a product design, etc.)

Public speaking

Writing (letters, reports, newspaper articles, etc.)

Signaling (hand signals, semaphore, whistles, horns, bells, lights, etc.)
Code communications (telegraph, cryptography, shorthand, etc.)

Entertaining (performing to amuse or entertain others)



_____ﬁé.

65.

66 .

67.
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Rating Scale

Serving or catering (performing personal
services, or attending to the needs of

No importance
Very minor

others, for example, waiting on tables, Low
hairdressing, etc.) Average
High

Vi O

Supervising non-employees (students,

Extreme importance
patients, campers, etc.) P

Coordinating activities (social director, committee chairman, etc.)

Serving as a staff member (advising, consulting, and giving other types
of assistance to management personnel, for example, legal adviser,
accountant, etc.)

SECTION 3

Different jobs require you to associate with different types of individuals. How
important would you want personal contact with the following types of individuals
to be? Continue using the same rating scale. '

68.

———

73,
74.
75.
76.

77.
78.
79.
80.
81.

}

'l

|

|

Rating Scale

No importance
Very minor

Executives or officials (government admin-
istrators, corporation vice-presidents,

plant ‘superintendents, etc.) Low
Middle management (division or district ﬁ::iage

managers)

wmi>we O

Extreme importance

Supervisors (foremen, office managers, etc.)

Professional personnel (doctors, lawyers, scientists, engineers, professors,
teachers, etc.)

Semi-professional personnel (technicians, draftsmen, designers, photographers,
surveyors, etc.)

Personnel engaged in office work (clerks, bookkeepers, receptionists, etc,)
Purchasing agents (individuals who buy for companies)“ ‘
Customers (as in stores or restaurants)

The public generally (such as police officers, park attendants, etc.,.
might come in contact with)

Students, trainees, or apprentices

Clients, patients, or individuals being counseled

Special interest groups (stockholders, property owners, lobbyists, etc.)
Sales personnel ‘ '

Skilled and unskilled workers
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SECTTION 4

[+

Following are five job situations or clrcumstances. Use the numbers from () to 5 to
{ndicate how much of cach you would be willinp to accept in your work.

82,

Frustrating situations (situations {in which Rating Scale
you would bzcome frustrated because your 0 llone
attempts to do somethinpg might be hindered 1 Very little
or obstructed) 2 Little
Unpieasant personal contacts (some types of 3 Moderate amount
4 Considerable
pclice work, handling certain mental
5 Larpge amount

patients, etc.)

Personal sacrifice in the service of others (as mipht be required by a
policeman, minister of religion, socfial worker, etc.)

Disagreements or conflict situations (as might be involved in labor nego-
tiations, enforcement of an unpopular policy, etc.)

histractions (telephone calls, interruptions ani disturbances from others,
etc.)

SECTION 5

Use the numbers from O to 5 to indicate how much you would like to use each of the
following devices or pleces of equipment 1in your work.

87.

88.

89.

90.

91.

92.

93.

94,

95.
96.

Precision hand tools (engraver's tools, ‘ Rating Scale
watchmaker's tools, surgical instruments, etc.) 0 None
Other hand tools (hammers; wrenches, knives, 1 Very limited
scissors, etc.) ! 2 Limited

3 Moderate
Long-handle tools (hoes, rakes, shovels, { Considerable
picks, axes, brooms, etc.) 5 Very extensive

Handling devices or tools (tongs, ladles, dippers, forceps, etc., used
for moving or handling objects and materials)

lHand-held precision power tools (dentist drills, welding equipment, etc.)

Other hand-held power tools (ordinary power saws, drills, sanders, clippers,
etc.)

Writing and drawiang instruments (pens, pencils, artist's brushes, drzfting
equipment, etc.)

Applicators (brushes, rags, paint follers, used in applying solutions,
materials, etc.)

Technical devices (cameras, stopwatches, slide rules, etc.)

Processing machines and equipment (used to process or molify parts, objects,
materials, etc.) ‘ :

Controls: used corntinuously (controls requiring ccatinuous adjustment or
manipulation, for example, accelerator, steering wheel, etc.)

Controls: not used continuously (controls used to start or stop, to set
positions on a machine, etc.)
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99, Keyboard devices (pianos, typewriters, adding Rating Scale

machines, etc.) , 0
None

_ 100, Highway or rail vehicles (automobiles, trucks, 1 Very limited

buses, trains, etc.) 2 Limited
101. DTowered mobile equipment (fork lifts, 3 Moderate

e 4 Considerable,

self-propelled lawn mowers, road graders,
5 Very extensive

tractors, etc.)

102, 7rowered water vehicles (ships, submarines, motor boats, etc.)

103, Alr or space vehicles (planes, helicopters, ballcons, gliders, rocket-
ships, etc.)

104, Man-moved mobile equipment (hand-pushed lawn mowers, wheel barrows, flvor
polishers, etc.)

105. Operating equipment {cranes, hoists, elevators, etc.)

106. Remote-controlled equipment (conveyor systems, efc.)

SECTION 6

Use the numbers from O to 5 to indicate how much of your working time you would be
willing to spend in the following activities or under the following circumstances.

Rating Scale

None

Under 1/10 of the time

Between 1/10 and 1/3 of the time
Between 1/3 and 7/3 of the time
Over 2/3 of the time

Almost continually

107. Sitting
108, Standing
109. Walking or running

110, Climbing (for example, house
painter, telephone lineman, etc.)

UIESsSEWMRDEO

111. Kneeling or stooping (or other body positions which may be uncomfortable
or awkward)

112. Working indoors in high ‘temperatures (conditions in which you may be
uncomfortable, such as in boiler rooms, around furnaces, etc.)

113. Working indoors in low temperatures (conditions in which you would be
definitely cold even though you wore heavy clothing, such as in refrigerated
rooms, €tc.)

114. UYorking outdoors (under different weather conditions)
115. Working in contaminated air (dust, fumes, smoke, bad odofs, etc.)

116. Working with vibrating equipment (equipment that vibrates the whole body
"~ or body limbs (driving a tractor or truck, operating an air hammer, etc.)

117. Working under poor lighting conditions (not enough light, excessive glare,
ete.)
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Rating Scale

118. Working under dirty conditions
T (parapes, foundries, coal mines,
hiphway construction, furnace
cleaning, etc.)

None

Under 1/10 of the time

Between 1/10 and 1/3 of the time
Between 1/3 and 2/3 of the time
Over 2/3 of the time

Almost continually

VLo O

119. Working in awkward or small work
spaces (conditions in which the
body 1s :ramped or uncomfortable)

120. Traveling

SECTION 7

Below are descriptions of 4 degrees of injury, ranging from minor to very serious.
Use the numbers from O to 5 to indicate the "risk'" (or the possibility) of each occurring
that you would be willinp to accept as a part of your work.

121, Minor injury or illness which might ” Rating Scale
result in a dav or less of lost time No possibility

Very limited pcssibility

Limited possibility

Moderate possibility

Fairly hiph possibility

Hipgh possibility

122. Injury or illness which would prevent
work for one full day or more, but
which would not have any permanent
effects

FER VR B VIR K I S ]

123. Termanent injury or illness (resulting
in the loss of an arm, leg, hcarinp, sipht of one eye, etc.)

124, Permanent total disability or death (injury or 1llness which would result
in disability for life, or in ideath)

SECTION 8

Following 1s a list of job requirements. Use the numbers from O to 5 to rate how
much you wou'’d want each to be a part of your work.

. ' Rating Scale
125. A set specified rate- of work (assembly line,

Considerable
Very extensive

of time)

———— 0 None (No part)
etc.) . 1 Very limited
___126. Repectitive activities (repeating the same 2 limited
activity, without interruption, for periods 3 Moderate
' 4
5

127. Cycled work activities (working according to
a schedule which repeats weekly, dally, or
liourly, such as a postman or milkman making his rounds, a guard patrolling
hiis beat, etc.)

128. Precision (need to be ' ore than normally precise and accurate)

129. Attention to detail

|

130. Recognition (need to identify certain objects, events, processes, behavior,
etc.) 4




131.

132,

Select one

133.

134,

135,
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Ratinp Scale

None (ﬁo part)

Vigilance (need to be constantly alert and aware Very limited

of any changes in a situation)

Limited
Meed to keep job knowledge current (continually Moderate
learning new developments related to the job) Considerable

LW O

Very extensive

SECTION 9
of the responses for each of the following questions.

Comhetittnn: llow important.would you want competition with other individuals
or groups to be in your work (for such thinps as promotions, financial
rewards, recognition, etc.)

1. Very minor importance
2. Minor importance

3. Moderate importance
4. High importance

5. Extreme importance

Decision making level: What level of decisions would you want *0 make in
your work?

1. * Low level decisions (such as must be made in pasting labels on cartons,
putting items on shelves in a warehouse, etc.)

2. Below average level decisions (such as those made in running a wood
planer, greasing a car, or dispatching a taxi)

3. Averape level decisions (such as in ordering office supplies several
months in advance, determining what 1is wrong with an automobile
enpine, setting up machine tools for operation, etc.)

4. Above average level decisions (such as deciding who will be promoted, who
{11 be hired or fired, if property will be purchased, etc.)

5. Tiigh level decisicns (such as recommending major surgery, selecting the
location for a new plant, or approving a corporation's annual budpet)

Reasoning in problem solving: Whiclk of the followinp reasoning levels would

'~ you want your work to require?

1. Low (use of common sense tou carry out uninvolved instructions, as might
be done by a tanitor or a deliveryman)

2. Below average (use of some experience or training, such as a sales clerk,
2 postman, a keypunch operator or an electrician's apprentice might use)

3. Average (use of principles to solve practical problems, such as might
be required in farming, drafting or carpentry)

4. Above average (use of loglc or scientific thinking, zs might be used
by a mechanical enginear, a personnel director, or the manager of a
store, etc.)

5. High (use of principles of logic or scientific thinking to solve a wide
range of problems, as might be Jdone by a research chemist, a nuclear
engineer, a corporate president, or the manager of a large plant)



136,

137.

138.

139.

140,
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Amount of plaqning: liow much planninpg or scheduling would you like to do
In your work?

0. None

1. Very little (little planninpg of your own activities, as in selling
tickets at a theater, working on an assembly line, etc.)

2. Little (some planning raquired, but not a great deal, as in deliverinp
milk, working as a janitor, etc.)

3. Average arcunt (for example, a carpenter who must plan the best way
to build a house, the planning that must be done by a taxi dispatcher,
ete.)

4, Considerahle (for cxample, a foreman who must plan what his workers
must do, a teacher who must prepare lectures or lesson plans, etc.)

5. Large amount (for example, a department store manager, an executive
who ?ust plan the activities of different work proups, an architect,
etc. ’

Fducatlon: How much education would you want your work to require?

0. Little or none

1. Less than high school

2. High school diploma

3. Some college education

4, College depree

5. Advanced depree (M.S., Ph.D., M.D., L.L.D., etc.)

Training: How much training, other than the education in number 124,
would you want your work to require? C(onsider such things as on-the-job
training, apprentice training, technical and vocational schools, and
orientation training.

1 day or less

Over 1 day up to 1 month
Betwecen 1 and 6 months
Between 6 months and 1 year
Between 1 and 3 years

Over 3} years

LTI —C

Experience: How much experience in related or lower-level jobs would you
like your work to require?

1. Less than 1 month

2. Less than 1 year

3. Between 1 and 3 years
4, Between 3 and 5 years
5. Over 5 years

Level of mathematics: What 1is the highest level of mathematics you would
want your job to require?

0. Nele : : ' -

1, Simple counting, addition and subtraction of numbers smaller than 100

2. Addition anda subtraction of numbers up to 1,000, and some multiplication

' and division

3. Use of fractions, decimals, percentages

4. Use of algebra, geometry, trigonometry, or statistics

5. Advanced use of calculus, topology, vector analysis, factor analysis,
probability theory, etc.
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) 142.

143.

144,

145.
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Phyaical exertion: How much physical ef fort would vou want your work to
require? '

1. Very light (occasional walkinp or standing, occasionally movinp lipght
objecte, as might be required of a secretary, watchmaker, telephone
operator, etc.)

2. Light (frequently walking or standing and often exerting effort equal
to that which would be required to 1lift between 10 and 20 pounds, as
might be done by a sales clerk, bank teller, etc.)

3. Moderate (frequently exerting effort equal to that which would be
required to lift between 25 and 50 pounds, for example, auto

. mechanic, coin vending machine serviceman, bus driver, etc.)

4, Heavy (lifting between 50 and 100 pounds, for example, general
laborer, bulldozer operator, baggage porter, etc.)

5. Very heavy (frequently usinpg enough effoit to 1ift 50 pounds, and
occasionally using enough effort to 1ifc over 100 pounds, for
example, quarry mining, setting up concrete forms, etc.)

Superviaion given: How many workers would you want to directly supervise?

0 None

1. 1 or 2 workers

2, 3 to 5 workers

3, 6 to 8 workers

4 9 to 12 workers

5 13 or more workers

Personnel responsibility: How many personnel would you want to be respon-
sible for in your work? As an example, a president of a corporation would
be responsible for everyone who worked for the corporation.

0. None

1. 10 or fewer workers

2. 11 to 50 workers '
3. 51 to 250 workers

4, 251 to 750 workers

5. 751 or more workers

Safety reSponsibility:. How much responsibility for the safety of others
would you be willing to assume in your work?

0. None

1. Little (working only with small hand tools, machines that are not
dangerous, etc.)

2. Limited (responsible to exercise only reasonable care)

3. Intermediate (must be careful to avoid hurting others, as in
operating overhead cranes, driving vehicles, etc.)

4. . Substantial {must constantly be careful not to injure others, as in
handling dangerous chemicals or explosives, etc.)

5. Very substantial (the safety of others would depend entirely upon you,
as in piloting the aircraft, performing major surgery, etc.)

Property responsibility: How much property would you be willing to assume
responsibility for?

. Very little (a2 few dollars worth)

. Little ($50.00 to $500.00 worth)

. Moderate amount ($501.00 to $5,000.00 worth)

. Substantial amount ($5,001.00 to $25,000.00 worth)

. Very substantial amount (more than $25,000.00 worth)

i oo
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148.

149,

150.
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Ceneral responsibility: How much general responsibility would you want
in your work?

. Very little

. Little '
. Average amount

. Substantial

. Very substantial

V&t

Supervision receilved: How much supervision would you want to receive in
your work?

1. flose supervision, includinpg job assignments and close observation of
work

2. General supervision

3. CGeneral puidance, hut quite independent of others

4. Very little direction or guidance

). No supervision

Job structure: To what extent would you want to follow a routine, or
have your work outlined for you? .

1. Almost no change from a predetermined job routine (working on an
: assembly line, etc.)

2. Little change from the work routine possible (bookkeeping, stocking
items in a warehouse, etc.)

3. Certain work must be done, but you can determine your own schedule
or routine (carpenter, automobile mechanic, machinist, etc.)

4. Little routine work (most of the decisions made by you, for example,
store manager, industrial engineer, etc.)

5. No routine (a wide variety of problems must be dealt with, and you
would determine your own solutions, for example, corporation
vice-oresident, research chemist, etc.) '

Criticality of position: . Some positions in a company are especially
critical. If not filled properly, such things as the company's earnings
or reputation might seriously suffer. With this in mind, what degree

of criticslity would you want your job or position to have?

1. Very low
2. low
3. HModerate
4. High

5. Very high

Civic obligations: How important would you want civic obligations to be
in your work (serving on zoning btoards, helping with United Fund drives,
assisting with school activities, etc.) '

0. No importance
1. Very minor

2, Low

3. Average

4, High

5. Extreme importance



Appendix C

JOB SATISFACTION QUESTIONNAIRE

Occupational Research Center
Department of Psychological Sciences
PURDUE UNIVERSITY

NOTE: Your responses to this questionnaire will be held in the strictest
confidence, and will be used only for statistical analysis purposes.
The only information from these questionnaires that will be made
available to the Navy will be statistical summaries.

PERSONAL DATA

Last Name First Name Middle Name Social Security Number

Time in Navy Tire on present Time in present Time in present
ship or station billet rate

Years Months Years Months Years Months Years Months

When you eventually leave the Navy, what occupation do you plan on going into?

What are your tentative plans about reenlisting Race/ethnic origin
when you complete your present enlistment? (optional)

)} Caucasian

) Negro

} American Indian
) Spanish American
) other

{ ) Probably will reenlist é
() Don't know (
() Probably will not reenlist . (

(

{Form A, 6-72)
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JOB SATISFACTION QUESTIONNAIRE

DIRECTIONS
The purpose of this qdestionnaire is to give you a chance to tell how you feel about your
Navy duty. In completing this questionnaire, first read each statement carefully. Then
indicate how satisfied you feel about the statement.

Keeping the statement in mind:

VS--If you feel very satisfied, check the space under "VS"

S--1f you feel somcwhat satisfied, check the space under "S"

N--1f you feel neutral (neither satisfied nor dissatisfied),
check the space under "N"

DS~--1f you feel somewhat dissatisfied, check the space under "DS':

VDS—1f you feel very dissatiefied, check the space under "VDS"

CONCERNING MY NAVY DUTY, THIS IS HOW I FEEL ABOUT: VDS DS N 'S Vs

1. The chance to have other workers look to me for direction

2. The way my supervisor and I understand each other

3. The amount of pay for the work I do in my billet

4., The opportunities for advancement on thie job

5. The technical "know-how' of my supervisor

6. The chance to be responsible for planning my work

——  ——— —— ap—p— 3 ——

7. The chance to do new and original things on my own

8. The chance to do work alone on the job

9. The chance to do different ti.ings from time to time

10. The chance to do work that is well suited to my abilities

1l1. The way my supervisor handles his men

12. The physical surroundings where I work

13. The competence of my supervisor in making decisions

14. The chance to develop close friendships with my co-workers

15. The way I get full credit for the work I do




16.
17.
18.
19.
20.
21.
22.
23.
24,
25.

26.

27..

28.
29.
30.
31.
32.
33.
34,
35.
36.
37.

38.

72

The routine in my work

Being able to do something worthwhile

Being able to stay busy |

The chance to do things for other people

The chance to work independently of others

The chance to tell people what to do

The chance to do something that makes use of my abilities
My pay and the amount of work I do

The chances foir advancement

The freedom to use my own judgment

The chance to try my own methods of doing the job

The working conditions

The way my co-workers get along with each other

The praise I get for doing a good job

The feeling of accomplishment I get from my work

Being able to keep busy all the time

The chance to be of service to others

The social position in the public, nonmilitary community

My job security |

The chance to be ''somebody" in the public, nonmilitary community
Being able to do things that con't ge against my conscience
The way my job provides for steady employment

The way Navy policies are put into practice

The way the Navy treats the people in it

The chaiice to do the job without feeling I am cheating anyone
My billet generally

My Navy duty generally

vDs Ds

)

Vs
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Appendix D

ORDER OF ENTRANCE OF PREDICTORS INTO MULTIPLE REGRESS1ON EQUATIONS FOR-

TOTAL SAMPLE. (TABLE 5) '
L. -Specific PAQ Tactors predicting:

f. Intrinsic satisfactlon
a. Communications of decisfons/judgements

b. Unpleasani/hazardous physlical environment
c¢. Ungstructured-vs~-structured work
d. Control/equipment operation

e. Job-related information exchange

f. Supervisor subordinate relationships
g. Variable vs. regular work schedule

h. Attentive/discriminating work demands

2. LExtrinsic Satisfaction
a. Communications of decisions/judgements
b. Unpleasant/hazardous physical environment
- ¢. Supervisor-subordinate relationships
d. Variable vs. regular work schedule

3. Navy Satisfaction
a. Declslion making
h. Unpleasant/hazardous physical environment

¢, Communicatlions of decislons/judgements
d. Ungtructure vs. structured work
¢. Intormation processing

f. Machine/process control
g. Supervlsor-subordinate relationships

4. Total Satisfaction
a. Communication of decisions/judgements
b. Unpleasant/hazardous physical environment
c. Unstructured vs. structured work
d. Superior-subordinate relationships
e. Job-related information exchange
f. Attentive/discriminating work demands
g. Variable vs. regular work schedule
h. Control/equipment operation

IT. Nverall PAG factors ppedicting:

1. Intringic Satisfaction
4. Decision/Communication/social responsibilities
b. Equipment/vehicle operation
c. Physical activities/related environmental conditions

2. Extrinsic Satisfaction

a. Decision/communication/social responsibilities
b. Physical activities/related environmental conditionms
c¢. Equipment/vehicle operation

T3y
42
A4
.46
47
.48
.49
.49

.20
.28
.29
.31

.30
.35
.38
.40
41
.42
.43

.34
<39
41
42
.43
b
W45
.46

.35
.39
.41

.16
.22
24

I
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Appendix D (cont.)

3. Navy Satlsfaction R
a. Declsion/Communication/social regponsibilties 27
b. fquipment/vehicle operation .34
c. Physical activities/related environmental conditions .16
d. Skilled activities ) .38
4. Total Satisfaction R
a. Declslion/communication/social responsibilities .30
b. Equipment/vehicle operation , .34
«¢. Physical activities/related environmental conditions .36

(11, Speclfic JAPQ factors predicting:

I. intrinsic Satisfactlion R
4.  Communication of decislons/judgments : .18
bh. Staff/related activities .27
¢. Declsion making .29
d. Attentive/dlscriminating work demands .31
e. Tnformation from people .32
f. Visual input from devices/materials .33
g. Perceptual interpretation .34
h. CGeneral body activity ' .35
1. Manual control/coordination activities .36
j. Use of finger-controlled devices vs. physical work - .36
k. Information processing . .37
1. Control/equipment operation . .37
m. Machine/process control .38
2. Extrinsic.Satiéfaction R
a. Supervigor-gsubordinate relationships .11
L. [Environmental awareness - 14
¢. Attentive/discrimlnating work demands .15
d. Use of finger-controlled devices vs. physical work .16
e. General body activity .17
f. Job-related information exchange .19
3. Navy Satislaction R
a. Communication of decisions/judgements .15
b. Staff/related activities .20
c. Visual input from devices/materials .22
d. Evaluation of information from physical sources .25
e. Awareness of body movement/posture .26
f. Decision making .28




Appendix p (cont,)

4. fotal Satlglactlon R
a. Communication of decisions/judgements .16
b. Staff/related activities .22
c Information from people .24
d. vVisgual Input from devices/materials .26
e Environmental awareness .27
f. Decision making .28
g. Attentive/discriminating work demands .30
h. Control/equipment. operation : .30
i. Machine/process contrul .32
j. Use of finger-controlled devices vs. physical work .32
k. General body activity .33

IV Overall JAPO) factors predicting:

l. Intrinslc Satisfaction R
a. Decision/communication/ social responsibilities .13
b. information processing activities Jd4
¢. Skilled activities : .15
d. Physical activities/related environmental conditions a7
2. Ikxtrinsic Satisfaction R
a. Decision/communication/soclal responsibilities .09
b. TInformation processing activities .12
3. Navy Satisfaction » R
a. Decision/communication/social responsibilities .14
4. ‘Total Satisfaction R
a. Decision/communication/social responsibilities .12

V  Specific d2 factors predicting:

. Intrlonslc Satigfaction R
a. Decelslon Making .26
h. Supervlisor-subordinate relationships .39
¢. Staff/rclated activities 41
d. Attentive/discriminating work demands 43
¢. Information from people .45
f. Communication of de~isions/judgements 45
g. Perceptual interpretation .46
h. Unstructured vs. structured work .46
i. Control/equipment operation : 47
j. Public/related contact .47
2. Extrinsic Satisfaction ' _R_
a. Supervisor-subordinate relationships .16
b. Information from people .23
c. Attentive/discriminating work demand: .25
d. Staff/related activities .26
e. Decision making .27
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Appendix ) (cont.}.

3. Navy Satisfaction ' R
a. Supervisor-aubordinate relat lonships .24
be bDeclalon makiag .36
c. Perceptual interpretation .18
d. Visual Input from dlstal sources .39
¢. Unstructured vs. structured work - . 40)
f. 1nformation from people .41
B. Businesslike work situations 42
h. Unpleasant/hazardous physical environment 43

4. Total Satisfaction _R_
a. Supericr-subordinate relationships .23
b. Decision making .35
c. Attentive/discriminating work demands .37
d. Information from people _ .39
e. Staff/related activities 41
f. Perceptual interpretation 42
g. Communication of decisions/judgements .42

VI 0Overall d2 factors predicting:

I'. Intrinslc Satlsfaction R
1. Declsion/Communication/social responsibilities .21
b. Equipment/vehicle operation .26
c¢. Information processing activities .28
d. Physical activities/related environmental conditions .30
2, Extrinsic Satisfaction ‘ K
a. Decision/Communication/social responsibilities .10
b. Equipment/vehicle operation : .15
c. Physical activities/related environmental conditions .19
¢. Information processing activities . _ .20
3. Navy Satisfaction _R_
a. Decisiun/comaunication/social responsibilities .16
b. Information processing activities .21
c. Equipment/vehicle operation : .21
d. Skilled activities .26
4. Total Satisfactlon ) R
a. Decision/communication/social responsibilities .19
b. Fquipment/vehicle operation .24
c. Infermation processing activities .26

d. Physical activities/related environmental conditions .27
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Appendix E
ORDER OF ENTRANCE OF PREDICTORS INTO MULTIPLE REGRESSION EQUATIONS

FOR DEVELOPMENT GROUP (TABLE 4).

-

1. Specific PAQ factors prediting:

1. Intrinsic Satisfaction R

a. Communication of decisions/judgements 4l

b.. Unstruyctured vs. structured work 47

¢. Unpleasant/hazardous physy.cal environment 51

d. Job-related information ekchange .53

¢. GCeneral body activity ! .54

2. Lxtrinsic Satisfactlon R

@, Unstructured vs. structured work .20

b. Unpleasant/hazardous phycial environment .30

¢. Communication of decisions/judgements .34

d. Variable vs. regular work schedule .37

e. Visual input from devices/materials .39

f. Job-related information exchange .40

g. Skilled/technical activities W41

h. Visual input from distal sources 42

i. Control/equipment operation 43

3. Navy Satisfaction | R

. a. Decision making .31
5 b. Unpleasant/hazardcus physical environment .35
f ¢ Unstructured vs. structured work .39
i d. Communications of decisions/judgements 42
: ¢. Perceptual interpretation .43
{. 1Information processing b

g. Attentive/discriminating work demands 45

. Handling/manipulating activities : A

1. General body activity ; .46

4. 'Total Satisfactions _R_

a. Communications of decisions/judgements .35

b. Unstructured vs. structured work 42

c¢. Unpleasant/hazardous physical environment A7

d. Job-related information exchange .49

Variable vs. vagular work schedule .50

e.
f. General body activity _ .50
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IT. Overall PAQ factors predicting:
1. Intrinsic Satisfaction
a. Decision/Communication/social responsibilities
b. Equipment/vehicle operation
c. Physical activities/related environmental conditions

2. lLxtrinsic Satisfaction

a. Decision/communication/soclal responsibilties
b. Physical activities/related environmental conditions
¢. Iliquipment/vehicle operation

d. Skilled activities

3. Navy Satisfactlon
a. Decislon/communication/social responsibilties
b. Physlcal activities/related énvironmental conditions
¢. FEquipment/vehicle operation

4. Total Satisfaction .
a. Decision/ccmmunication/social responsibilities
b. FEquipment/vehicle operation
c. Physical activities/related environmental conditions
d. Skilled activities

TIT, Specific JAPQ factors predicting:
1. Intrinsic Satisfaction

a. Communication of decisions/judgements
L. Staff/related activities
¢. Superviso. -subordinate relationships
d. [Environmental awareness
¢. Unstructured vs. structured work
f. Visual Iuput from distal sources
1. Control/equipment operation
h. Manual control/coordination activities
L. Personally demanding situations
j. Handling/manipulating activities
k. Job-reiated information exchange
1. Unpleacant/hazardous physical environment
m. Machine/process control
n. Declision making

2. Extrinsic Satisfaction
a. Supervisor-subordinate relationships
b. Personal.y demanding situations
2. Job-related information exchange
d. Environmental awareness
e. Handling/manlpulating activities
f. Control/equipment operation

42

b
.45

.17
.22
.24
.25

.27
.30
.32

R
.3
.38
.39
. 40

.19
.26
.29
.32
.34
.35
.37
.40
.41
W42
.42
.43
N
A

.18
.20
.23
.25
.27
.30
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3. Navy Satlsfactlon
4. Suparvigsor-gubordlnate relationships
b. Environmental awarencss
c. Visual input from devices/materials
d. Evaluation of “nformation from physical sources
e. Awareness of bcdy movement/posture
f. Job-relatad information exchange
g. Control/equipmeny operation

4. 'To'al Satisfaction
" a. Supervisor-subordinute relatlonships

L. Environmental awareness
c. Visual input from distal sources
d. Control/equipment operation
e. Handling/manipulating activities
f. Machine/process control
g. Personally demanding situations
h. Communicati -~ of decisions/judgements

IV Overall JAPQ facturs'predicting: : kg*l

1. Intrinsic Satlsfaction
2. Declsion/communlcatlon/social responsibilities
b, Skikled activitlies
¢. Bqulpment/vehlcle operation

2. thrinéic Satisfaction
a. Skilled activities
b. Lquipment/wvehicle operation

3. Navy Satisfaction
a. Skilled activities

4. ‘lotal Satisfaction
a. Skilled activities .
b. Equipment/vehicle operation
¢. Decision/communication/social responsibilities

speclfic d? factors predicting:

I+ Intrinsic Satisfaction

~a.  Decision making

. Superior—subordinate relationships

Public/related contact
Information from people
Staff/related activities
Unstructued vs. structued work
Control/equipment operation
Perceptual interpretation
Communication of decisions/judgements

00 Mmoo a0

.14
.17
21
.24
.27
.29
31

.20

24
.27
.29
.32
.34
.35
.37

R
.14
14
.19
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2. kxtrinunle Sutlsfactlon R
n.  Supervigor-gubordinate relationships (15
b. Inlormation from people 22
¢. Visual input from devices/materials .26
d. Skilled/technical activities .29
e. Manual control/coordination activities ) .31
[. Public/related contact .33
g. Control/equipment operation .35
h. Businesslike work situations .36
i. Perceptual interpretation : .37
j. Decision making .38

3. Navy Satisfaction R
a. Decision making .23
b. Supervisor-subordinate relationships .32
¢. Perceptual interpretation .35
d. FEvaluation of informatlon from physical sources .38
¢. Unsatructued vs, structued work .40
. Job-related Information exchange L4
. Skllled/technlcal activities 43
h. Visual ipput from devices/materials b
1. Mauual control/coordlnation activities .45
i Information from people 46
k. Unpleasant/hazardous physical environment .46
1. Attentive/discriminating work demands 47
m Awareness of body movement/posture A7
n Control/equipment operation .48

4, Total Satisfaction R
a. Decision making .27
b. Supervisor-subordinate relationships .37
c. Public/related contact .39
d. Visual input from devices/materials Al

‘e, Information from people 42
f. Staff/related activitles A4
r.  Unsiructued vs. structued work Y
h. Coutrol/equipment operation . 45
L. Pecrceptual interpretation _ ) .46
j. Communication of decisions/judgements : 47

VI overall d? faciurs predictingﬁ

‘1. Irtrinsic Satisfaction : R
a. Declsion/communication/social responsibilities .26
b. Information processing activities .30

c. Equipment/vehicle operation .32
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2. Lxtrinsic Satisfaction
a. Decision/communication/social responsibilities
b. Equipment/vehicle operation
c. Information processing activities
u. Physical activities/related environmental conditions
e. Skilled activities

3. Navy Satigfaction
a. Decision/communication/social responsibilities
b. Information processing activities
¢, lLquipment/vehicle operation
d. Physical activities/related environmental c¢onditions

4. Total Satisfaction
a. Declision/communication/social responsibilities
h. Information processing activities
¢. LEquipment/vehicle operation

.10

.15
.18
.20
.22

L17

.20
24
.25

.23

.26
.29
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Appendix F
ORDER OF ENTRANCE OF PREDICTORS INTO MULTIPLE REGRESSION EQUATIONS FOR
LOWER AND UPPER GROUPS (Table 7)

I. Specific PAD factors predicting:

l.” Intrinsic Satisfaction - R
A.  Lower Group
. Gommunication of declsiong/judgmeats .19
b. Variable vs. regular work schedule .23
¢. Superior-subordinatce relationships I .26
d. Job-related information exchange .23
¢. Control/equipment operation .30
f. Machine/process control 31
5. Unstructured vs. structued work .32
B. Upper Group ' _R_
a. Communication of decisiurs/judgments .24
b. Businesslike work situations .33
¢. Unpleasant/hazardous physical environment .36
d. Unstructured vs. structed work .39
¢. _Job-related informatlion exchange 41
f. Public/related contact .43
v Declsion making .45
h. Ceneral body activity .47
I. skilled/techinical actlvlitles .48
J. Ewvaluation of informatlion from physical sources .49
k. Vlisual Lnput from distal sources .50
1. Handllng/manipulating activities .51
m. Variable vs. regular work schedule .52
n. Use of finger controlled devices vs. physical work .52
0. 1lnformation from people B .53

2. FExtrinsic Satisfaction

A. Lower Group _R_
a. Variable vs. regular work schedule .16
b. Information processing : .21
c. Control/equipment operation 4 .22
d. Supervisur-subordinate relationships .23
e. Perceptual interpretation 24
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B. UEEer Group V R

a4, Manual control/coordination activities .19
b. Attentive/discriminating work demands .30
¢. Businesslike work situations L34
d. Visual ‘nput from distal sources <37
e. Personally demanding situations .40
f. Decision making .42
g. Communication of decisions/judgments A4
h. Unstructured vs. structured work .45
‘{. Control/equipment operation A7
j« Machine/praocess control .48
k. Skllled/techrtical activities .49
. Awareness of hou. movement/posture .51
m. leneral hody actlvity ' .53
n. Unpleasant /hazardous physical environment .55
o, Information from people ‘ .57
p. LKvaluation of information from physical sources .57
. KEnviroumental awareness .58

3. Navy Satisfaction

A. Lower Group _R
a. Use of finger-controlled devices vs. physical work .19
b. WDeclsion making .24
¢. Perceptual interpretation .30
d. Unstructured vs. structured work .32
. Attentive/discriminating work demands .33
f. Information processing .35
$t.  Supervisor-subordinate relationships .36
h. Machlne/process control .37
B. Upper Group _R_
a. Skilled/Lechnical activities .28
b. Machine/process control : ‘ .37
c¢. Handling/manipulating activities : 42
d. Supervisor-subordinate relationships A
e. Information processing 46
f. Businesslike work situations .49
g. Awareness of body movement/posture .50
h. Decision making .51
i, General body activitiy .52
j. Manual control/coordination activities .52
k. Unpleasant/hazardous physical eny ronment .53
1. Use of finger-controlled devices vs. physical work .54
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4, ‘'lotal Satisfaction

A. Lower (Group R
a. Varlable vs. regular work schedule .15
. Communication of decisions/judgments .22
¢. Supervisor-gubordinate relationships .24
d. Perceptual interpretation .26
¢. Control/equipment opcratlon .27
f. Use of filnger-contronlled devices vs. physical work .28
1. Mancal control/cooirdinatlon activities .29
. h. Job-related information exchange .30.
1. Unstructured vs. structured work .30
3. . 4rtentive/discriminating work demands ) |
B. Upper Group _R_
a. Communication of decisions/judgments .21
b Businesslike work situations .30
c. Unpleasant/hazardous physical environment .33
d. General body activity .36
e. Skilled/technical activities .39
f. Awareness of body movement/posture .42
1. Machlne/process control 44
it. Decision making /%)
I Unstructured vg, structured work 47
J. Job-related information exchanges .48
k. Public/related contact .49
1. FEvaluation of information from physical sources .50
m. Vlisual input from distal sources . W51

I'l. oOveral PAQ factors predicting:

1. Intrinsic Satisfaction

A. Lower Group R

a. Decision/communication/zocial responsibilities .17
b. Equipment/vehicle operation 24
c. Informatioen processing activities .26
B. Upper Group - R

a. Decision/communication/social responsibilities .22
b. Equipment/vehiclc operation _ .30

¢. Information processing activities <31




2. dxirinsle Satlafactlon

Ay Lower_tiroup | s
. fiquipment/vehlcle operation .14
b. Information processing activities .19
B. Upper Group R

a. Skilled activities .13
b. Decision/communication/social responsibilities .19

3. Navy Satisfaction

A. Lower Group R

4. Information processing activities .15
. LEquipment/vehicle operation .19
¢. DPeclslon/communication/soclal responsibilities .25
d. Physical activlitles/related environmental conditions .26
B. Upper Group R

. Decision/communication /social responsibilities .24
bh. Skilled activities ' .25
¢. Physical activities/related environmental conditions .26
d. quipment/vehicle operation W27

4, Total Satiéfaction )

A

.
bh.

[N

Lower Group R

Equipment/vehicle operation .11
Declslon/communication/social responsibilities .20
Information processing activities .23

111 Speclflc JAPQ factors predicting:

1. Intrinslc Satisfaction

A. Lower Group _R_
a. Job-related information exchange . .15
b. Staff/related activities ' .19
c. Businesslike work conditions .21
d. Visual input from devices/materials .23
e. Perceptual interpretation .24
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Upper Group

Communicat fon of doclnlonﬂ/]udpmentn
Dectslon making

Attent lve/discriminating work demands
Unpleasant /hazardous physfcual environment
Use of [lnger-controlled devices vs. physical work
Hapndling/manipulating actlvities
Job-related information exchange

General body activity

Manual control/coordination activities
Control/equipment operation
Machine/process control

Public/related contact

Skilled technical activities
Staff/related acrivities

Visual input from devices/materials

2. Extrinsic Satisfaction

A.

B.

.0 T

[eo T e I ]

-
.

= R L

S 3

Lower Grou

Public/related contact

Businessllke work situations

Information from people

Unstructured vs. structured wérk

Information processing

Communication of decisions/judgements

Job-related information exchange

Control/equipment operation

Use of finger~controlled devicss vs. physical work

Upper Group y

Communication of decisions/judgements

Decision making

Attentive/discriminating work demands

Visual input from devices/materials

Perceptual interpretation
Handling/manipulating activities

General body activity

Evaluation of information from physical sources
Unpleasant/hazardous physical environmeit

Use of finger-controlled devices vs. physical work
Manual control/coordination activities
Awareness of body movement/pcsture
Staff/related activities

Information processing

.24
.32
.39
.43
.46
.48
.50
.53
.55
.56
.57
.59
.60

.61

R
.13
.16
.18
.19
.20
.22
.23
W24
.25

R
.12
.15
.18
.20
.25
27
.30
.33
.34
.35
37
.37
.38
.39
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b Nayy Satlsfaction

A.

=0 ko n T

R e e

X =" 2.0 00

Py

[T R SN

Lower Group

Job=retated nformatlon exchange
Visual Input from devices/malerials
Perce tual interpretation
Businesslike work situations
Awareness of body movement/posture
Visaul input from distal sources
Control/2quipment operation
Comr..nication of decisions/judgements
Personally demanding situations
Declsior making

Information processing

Upper Group

Supervisor-subordinate relationships
Decision making

Communication of decisions/judgements
Awareness of body movement/posture
Environmental awarenegs

Unpleasant /hazardoua physical environment
Staff/related activitles

Information processing

Job-related Information exchange
Pubilc/related contact

Information from people

Visual input from distal sources

4. ‘lotal Satisfaction

A.

a.

Lower Group

Job~related information exchange
Staff/related activities
Businesslike work situations

Visual input from devices/materials
Perceptual interpretation

Upper Group

Communication of decisions/judgments
Decision making
Attentive/discriminating work demands

Unpleasant/hazardous physical eavironment

Handling/manipulating activities

R
L7
.20
22
.24
.25
27
.27
.28
.29
.30
.31

IN

.25
.29
.32
<34
.36
.38
.39
.40
W41
.43
.43
b4

15
.18
.20
.22
.24

=

.21
.29
.35
.38
<40
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Job-related Information exchange A4
Fvaluation of infornation from physical sources 46
Staff/related activities ' 47
General body activity .48
Use ol llnger-controlled devices va. physical work .50
Manual control/coordination activiiies .51
Vigual Input from devices/materials .52
Public/related contact .52
Perceptual interpretation .53
Control/equipment operation .54
Machine/process control ' .55
Information processing .55
Supervisnr-subordinate relationships .56

IV, Overall JAPQ factors predicting:

1.

2.

3.

Intrinsic Satisfaction

A,

A

B

i
h.

Lower Group R
Skilled activities .14

Upper Group R

Declsion/communication/social responsibilities .13
Skilled activities .15

lxtrinsic Satigfaction

A. Lower Group R
a. Physical activities/related environmental conditions .07
B. Upper Grouﬁ R
4. Decision/communication/social responsibilities .16
b Info;mation processing activities .18
Navy Satisfaction

A.  Lower Group _R
a., Skilled activities .13
B. Upper Croup R
a. Decision/communication/social resénnsibilities .21
b. £ckilled activities .24
c.

Equipment/vehicle operation _ : .28
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e Total Satlsfaction

A.  lower Group R
a. Skilled actlvitles ' J14
B. Upper Group _R_
a. Decision/comnunicaﬁinn/social responsibilities ' .16

V. Spuelfic 42 factors predicting:

I. Intrinsic Satisfa-tion

A.  Lower {:roup R
it. Supervisor-subordinate relationships .22
b, Decision muking .28
~t¢. Perceptual interpretation .30
d. Businesslike work situations .32
¢. Attentive/discriminating work demands .33
. Unpleasant/hazardous physical environment .33
g. Personally demanding situations .34
h. Information from people .35
B. Upper Group ko
4. Information from people .18
b. Staff/related activities : .30
¢. Visual Input from distal sources .33
- d. Buslnessllke work situations .35
¢. Attentive/discrlminating work demands .38
f. Decislon maklng .39
1. Unstructured vs. structured work .40
‘. Machine/process control .41
i. FEvaluation of information from physical sources .42
j. Environmental awareness A2
k. Public/related contact A3
1. Skilled/technical activities A4

2. Lxtrinsiec Satisfaction

A. Lower (roup _R_
a. Perceptual interpretation © W12
[b. Supervisor-subordinate relationships 16
¢. I[nformation from people .20
d. Attentive/discriminating work demands .23

e. Control/equipment operation .24
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. Upper Group ' R
e Businesgilke work altantfend .12
be Viesaal Tuput from dlatal- sourcey b
. Contrulfequipment operatlon 27
d.  Supervisor-gubordiniate relationshlps +26
¢. Manua! control/coordinatlon activities .29
f. Handling/manipulatlog actlvities .32
p.  Dnvironmental awarencss .33
h. Visual Input from devices/materlals L34
. Public/related contact .35
j. Unpleasant/hazardous physical environmenc - .35
k. Job-related information exchange . .36
1. Staff/related activities .37

D

3. Navy Satisfaction

A. Lower Group . _R_
4. Percej:tual interpreation .18
b. Decision making 24
c. Supérvisor~subordinate relationships .30
d. Visual input fiom distal sources .31
¢. Personally demanding situations .33
{. Information From people .34
e Attentive/discrimlnating work demands .35
h. Unpleasant/hazardous physlical environment 35
. Upper Group , R
a. Suvpervisor-subordinate relationships .29
b De~ision making T .32
c. Unpleasant/hazardous physical environment .34
d. Ervironmental awareness .36
e. Control/equipment operation .37
f. -Visual input from distal sources .38
8 Staff/related activities .39
h. Evaluatlion of information from physical sources .39

4., Total Safisfaction

A. Lower Group : ‘ _R_
a. Supervisor-subordinate relationships .20
h. Information from people .24
¢. Perceptual interpretation .27
d. Declslon making .29
e. Attentive/discriminating work demands .31
f. Personally demanding situations .32
g¢. Unpleasant/hazardous physical environment .33
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. Upper Group R
a. Staff/related activitles .15
“h. Visual {nput from distal sources .23
<. Buslnessllke work situations .27
d. Information from people .30
e. Attentive/discriminatlng work demands .33
f. Handling/manipulating activities .34
g. Decision making .36
I, Environmental awareness .37
1. Public/related contact .39
j. Evaluation of information from physical sources .39
k. General body activity ‘ .40
1. Supervisor-subordinate relationships .40
m. Job-related information exchange - 41
n. Skilled/technical activities 42
o. Control/equipment operation 42

Vi, Overall d fuctoré predicting:

I'. Intrinslc Satlsfaction
A. Lower Group R
a. Information processing activities .12
vb. Decision/communication/soclal responsibilities .16
¢. Equipment/vehicle operation .22
d. Skilled accivities .30
e. Physical activities/related environmental conditions .33

R

B. Upper Group

a, Decision/communication/social responsibilities .13
b. Skilled activities .16

2. Extrinsic Satlsfaction

A, Lower Group R
.  Fguipment/vehicle operation .10
bh. Skllled activities .16
¢. Information processing activities 24
k. Upper (roup o R
a. Skilled activities .10

h. Decision/communicatlon/vocial responsibilities .14
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bo Navy Satisfactfon

Lowe . tiroup R

Information processlng activities .18
Skllled activities .20
liqulpment/vehicle operation ' .34

Physical activities/related environmental conditions .39

Upper Group ’ R

Decision/communication/social responsibilities .09
Equipment/vehicle operation .12
Skilled activities .14

4. Total Satlsfaction

Lower Group ' R

Information processing activities .11
Equipment/vehicle operation .15
Skilled activities .28
Physical actlvities/related environmental conditions .33
Deelslon/communication/social responsibilities .34
Lﬂﬂ&ﬁlfﬁr““ﬂ _J&_
Decision/communication/social responsibilities .12
Skilled activities .16




